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Abstract 
This study served a purpose of examining job satisfaction and career motivation 
of female sport media professionals of the Association of Women in the Sports Media 
(AWSM), a support network for women working in the sport media profession, as well as 
looking at the relationship between selected demographic variables and job satisfaction. 
The instrument, a three-part questionnaire, was composed of two Likert-type scales as 
well as several demographic questions. The first section contained the Job Satisfaction 
Scale ([JSS], Spector, 1997) which is made up of nine facets: pay, promotion, fringe 
benefits, contingent rewards, supervision, coworkers, operating procedures, nature of 
work, and communication. The second section, designed to measure employee 
motivation contained the 12-statement Motivation at Work Scale ([MAWS], Gagné et. al, 
2010) comprised of four subscales: intrinsic, identified, introjected, and external 
motivations.  
Household structure, professional status, and age were selected from the collected 
demographic variables to examine relationships with job satisfaction. Findings indicated 
AWSM members were ambivalent with their jobs, were most satisfied with the nature of 
the work itself, and were most strongly motivated to continue in their careers by intrinsic 
factors. Household structure, including marital status and whether the participant had 
children under age 18 living in the home, were not areas of significance in the job 
satisfaction of AWSM members. Members indicated they were most likely satisfied in 
the nature of the work itself based on intrinsic motivators and were least likely to be 
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externally motivated to do their jobs as was shown in the low number of and 
association with the nine facets and overall job satisfaction.  
Job satisfaction of AWSM members tends to follow a career stage path, evident in 
the significant associations found with the selected demographic variable of age. The 
areas of contingent rewards and communication satisfaction decreased as these variables 
increased, providing a possible pattern for employers striving for employee satisfaction. 
Findings indicated a trend in the career motivation of participants, also in line with Deci 
and Ryan’s (1982) self-determination theory that posits the needs of employee autonomy, 
competence, and relatedness to be associated with greater employee satisfaction.  
 
   viii 
 
Table of Contents 
Chapter I: Introduction .............................................................................................................................. 1 
Introduction To The Chapter......................................................................................................................... 1 
Overview of Title IX ..................................................................................................................................... 3 
Significance of The Study ............................................................................................................................. 6 
Challenges in the Profession ....................................................................................................................... 12 
Glass Barriers .............................................................................................................................................. 15 
Overview of Job Satisfaction ...................................................................................................................... 18 
Overview of Motivational Theory .............................................................................................................. 19 
Statement of the Problem ............................................................................................................................ 20 
Purpose of the Study ................................................................................................................................... 22 
Research Questions ..................................................................................................................................... 22 
Definition of Terms ..................................................................................................................................... 22 
Chapter Summary ....................................................................................................................................... 25 
 
Chapter II: Literature Review ................................................................................................................. 26 
Introduction to the Chapter ......................................................................................................................... 26 
Sport and the Media .................................................................................................................................... 26 
History of Sportswriting ............................................................................................................................. 28 
Females and Sport Coverage ...................................................................................................................... 32 
Sport Careers and the Home ....................................................................................................................... 34 
Exclusion .................................................................................................................................................... 35 
Femininity on the Job .................................................................................................................................. 38 
Pretty Faces ................................................................................................................................................. 40 
Glass Barriers .............................................................................................................................................. 42 
Job Satisfaction ........................................................................................................................................... 46 
Motivational Theory ................................................................................................................................... 48 
Herzberg’s Two-Factor Theory .................................................................................................................. 49 
Self-Determination Theory ......................................................................................................................... 51 
Title IX ........................................................................................................................................................ 53 
Compensation ............................................................................................................................................. 60 
 
Chapter III: Methods ............................................................................................................................... 62 
Introduction to the Chapter ......................................................................................................................... 62 
Purpose of the Study ................................................................................................................................... 62 
Research Questions ..................................................................................................................................... 62 
Procedures ................................................................................................................................................... 63 
Participant Selection ................................................................................................................................... 63 
Instrumentation ........................................................................................................................................... 64 
Job Satisfaction Scale ................................................................................................................................. 64 
Facets of the Job Satisfaction Scale. ........................................................................................................... 66 
JSS Scoring. ................................................................................................................................................ 69 
Reliability and Validity of the.JSS .............................................................................................................. 70 
   ix
Motivation at Work Scale ........................................................................................................................... 71 
Maws Scoring. ............................................................................................................................................ 72 
Reliability And Validity of the MAWS. ..................................................................................................... 73 
Demographic Variables .............................................................................................................................. 73 
Data Collection ........................................................................................................................................... 74 
Participants .................................................................................................................................................. 74 
Assumptions ................................................................................................................................................ 76 
Delimitations ............................................................................................................................................... 76 
Data Analysis .............................................................................................................................................. 77 
Research Question 1 ................................................................................................................................... 77 
Research Question 2 ................................................................................................................................... 77 
Research Question 3a .................................................................................................................................. 77 
Research Question 3b ................................................................................................................................. 77 
Research Question 3c .................................................................................................................................. 77 
Research Question 4 ................................................................................................................................... 77 
Chapter Summary ....................................................................................................................................... 78 
 
Chapter IV: Results .................................................................................................................................. 79 
Introduction to the Chapter ......................................................................................................................... 79 
Participant Selection ................................................................................................................................... 79 
Research Questions and Results ................................................................................................................. 82 
Research Question 1 ................................................................................................................................... 82 
Research Question 2 ................................................................................................................................... 85 
Research Question 3a .................................................................................................................................. 86 
Research Question 3b ................................................................................................................................. 87 
Research Question 3c .................................................................................................................................. 89 
Research Question 4 ................................................................................................................................... 90 
Intrinsic Motivation. ................................................................................................................................... 90 
Identified Motivation. ................................................................................................................................. 91 
Introjected Motivation. ............................................................................................................................... 91 
External Motivation. ................................................................................................................................... 92 
Chapter Summary ....................................................................................................................................... 93 
 
Chapter V: Conclusions and Recommendations .................................................................................... 95 
Introduction to the Chapter ......................................................................................................................... 95 
Purpose and Research Questions ................................................................................................................ 95 
Research Question 1 ................................................................................................................................... 95 
Research Question 2 ................................................................................................................................... 99 
Intrinsic Motivation. ................................................................................................................................. 100 
Identified Motivation. ............................................................................................................................... 102 
Introjected Motivation. ............................................................................................................................. 103 
External Motivation. ................................................................................................................................. 104 
Research Question 3a ................................................................................................................................ 105 
Research Question 3b ............................................................................................................................... 107 
Research Question 3c ................................................................................................................................ 109 
Research Question 4 ................................................................................................................................. 114 
 
List of References .................................................................................................................................... 117 
 
   x
Appendices ............................................................................................................................................... 144 
Appendix A ............................................................................................................................................... 145 
Appendix B ............................................................................................................................................... 157 
Appendix C ............................................................................................................................................... 158 
 




   xi
 
List of Tables 
Table 1 Cronbach Alpha Coefficients for JSS of AWSM and Spector .................................................... 159 
Table 2:Descriptive Statistics of AWSM Members by JSS  ..................................................................... 160 
Table 3: Job Satisfation Descriptive Statistics by Subscale Statement ..................................................... 161 
Table 4: Descriptive Statistics for the MAWS .......................................................................................... 163 
Table 5: Career Motivation Descriptive Statistics by Subscale Statement ............................................... 164 
Table 6: Descriptive Statistics by Demographic Variable ........................................................................ 165 
Table 7: Spearman Correlations Between Years Worked in the Sport Media and Job Satisfaction ......... 166 
Table 8: Spearman Correlations Between Years Worked for Current Employer and Job Satisfaction  ... 167 
Table 9: Spearman Correlations Between Age and Job Satisfaction ........................................................ 168 
Table 10: Pearson Correlations Between Intrinisic Motivation and Job Satisfaction ............................... 169 
Table 11: Pearson Correlations Between Identified Motivation and Job Satisfaction .............................. 170 
Table 12: Pearson Correlations Between Introjected Motivation and Job Satisfaction ............................ 171 
Table 13: Pearson Correlations Between External Motivation and Job Satisfaction ................................ 172 
 
   1
Chapter I: Introduction 
Introduction to the Chapter 
 Sport is big business, as is evidenced in the estimated $213-234 billion it brings to the 
American economy. The relationship between sport and the media is a symbiotic, yet sometimes 
tumultuous one; one that is intertwined to the point that each is dependent on the other to prosper 
(Lever & Wheeler, 1993; McChesney, 1989). Helland (2007) notes the importance of a mutually 
beneficial relationship between the sport media and the growing, commercialized industry of 
sport. Sport media provide its consumers the opportunity to get to “know” and identify with 
athletes and sport organizations (Beyer & Hannah, 2000). Rowe (2004) suggests an 
interrelatedness in the association between sport and the media, as each has something the other 
wants.  
 Sport, the sixth largest industry in the U.S. ("The Sport Industry," 2008), as entertainment 
is a continually growing industry and the media is able to deliver large amounts of information to 
an enormous amount of readers, listeners, and viewers at any given time (Rowe, 2004). 
Consumers contribute to the commercialization of sport, giving the media more to cover, while 
also providing sport organizations with opportunities to funnel capital back into the system in the 
form of marketing campaigns, broadcasting rights, and other money-making ventures. This 
commercialization strengthens the relationship between sport and the media and makes it more 
co-dependent than ever before.    
 Sport itself is influenced through things such as television and broadcasting rights (Frey 
& Eitzen, 1991). The financial implications of those rights are tremendous, with much of the 
money from purchasing rights filling up the bank accounts of media organizations. For example, 
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cable network NBC bought the broadcasting rights for the 2008 Beijing Olympic Games for 
$894 million. The network made a profit of approximately $10 million through advertisers and 
sponsors, as well as by selling broadcasting rights to other media groups. Media depend on large 
audiences for its economic well-being. Ninety-eight percent of Americans watched at least a 
portion of The Games at some point over the two-week period of competition (Rowe, 2011). The 
financial relationship between media and sport is but one example of their dependence upon each 
other.   
 Media highly influence how sport is played and viewed. With the financial aspects of 
sport, the people and companies holding the money are calling the shots and changing the face of 
sport. Game start times and schedules are planned out years in advance as advertisers and sport 
organizations try to solidify lucrative deals. The addition of weeknight games has changed the 
landscape of college and NFL football. Television time-outs can shift momentum and place 
additional time into the game. An example of this is a coach’s challenge that allows for a play to 
be reviewed numerous times from various angles through instant replays. This can change the 
outcomes of games, as well as extend game times. Fantasy sport has also changed the face of 
sport. The mostly Internet-based game created in 1960 as a diversion by sport journalists and 
team publicists (Davis & Duncan, 2006) played by an estimated 27 million Americans annually 
(Fantasy Sport Trade Association, 2012) gives participants a sense of power, participation, and 
identification with sport (Oates, 2009).  
Increased media exposure has allowed sport to become a significant part of American 
mainstream culture (Burris, 2006). The institution of sport is no longer reserved for consumption 
by the male population, as societal standards typically once held as tradition. Women who 
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choose careers in the sport media face challenges working in an industry in which they are 
outnumbered. Challenges often take form in the sport newsroom. JoAnne Gerstner, contributing 
writer to ESPNW: The Magazine and ESPNW.com experienced such a challenge when 
answering the phone in the sports department at her former employer, The Detroit News as a 
male caller immediately said to her: “I want to speak to a man” (Ricchiardi, 2005, p. 1). This 
type of incident is an example of the type of challenge women employed in the sport media face. 
It, along with other factors of female marginalization, poses a threat to the job satisfaction level 
of these sport media professionals.  
Not only has sport in general seen an increase in coverage, the coverage of women’s 
sports has also experienced growth, albeit modest, over the years. Females continue to be 
underrepresented in sports coverage when compared to men (Gantz, 2011). Men received 96% of 
total sports news coverage in 2009 (Messner & Cooky, 2010). The researchers reported the 1.6% 
coverage of women’s sports, in the same year, on networks that were not of sport-affiliation, 
down from 2004’s 6.3%. Some scholars believe the amount of media coverage given to women’s 
sports will increase as more women continue to enter the profession (Hardin & Shain, 2005). 
However, some studies have shown this to not always be the case.  
Overview of Title IX  
Coverage of women’s sports has seen an increase, albeit a modest one, over the years, but 
females continue to be underrepresented in sports coverage when compared to that of men 
(Gantz, 2011). Men received 96% of total sports news coverage in 2009 (Messner & Cooky, 
2010).  The researchers reported the 1.6% coverage of women’s sports, in the same year, on 
networks that were not of sport-affiliation, down from 2004’s 6.3%. Some scholars believe the 
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amount of media coverage given to women’s sports will increase as more women continue to 
enter the profession (Hardin & Shain, 2005). However, some studies have shown this to not 
always be the case. 
Title IX, frequently misunderstood on the things it covers, requires fair and equal 
treatment in the areas of participation for both men and women, but it also calls for fair and equal 
treatment in areas of funding for equipment and travel, as well as in compensation for coaches 
and accommodations for game times in both men and women’s sports. Allowing for complete 
governance by the OCR, as was the decision in the Supreme Court ruling in Bell was a step 
toward understanding for those involved in compliance and interpretation of Title IX (Bell, 
1992). The majority of Title IX coverage focuses on the male domination in most areas of sport. 
 Statistic after statistic is often cited, making note of how women lag behind men in many 
areas of sport. This being said, it is surprising that, in 1902, the first women’s college basketball 
game, played at Smith College, was not open to male spectators (NCAA, 2008). The game at 
Smith College was the first unofficial women’s college basketball game on record, but women’s 
sports were not officially recognized as part of NCAA athletics until 1981. Title IX has played a 
role in the increased interest, participation, and employment of females in sport. Opportunities at 
the intercollegiate level have been affected by Title IX in all three of these ways. 
The 2005-2006 NCAA Gender Equity Report (GER), a report on gender compliance 
practices of its member schools, showed an increase in female participation in sport since the 
inception of Title IX (NCAA, 2008). Women’s’ athletics teams saw an increase in numbers, as 
has the average number of men and women sport participants per school. On average, member 
institutions have 285 male sport participants and 210 female sport participants. The GER detailed 
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comparisons by both gender and sport and, when broken down by sport, basketball was the 
most equitable intercollegiate sport on paper in the number of male and female participants. 
Head male basketball coaches of men’s teams brought home an average annual salary of 
$409,000 compared to the $287,000 average annual salary earned by head coaches, men or 
women, of women’s basketball teams. Head coaches of men’s ice hockey teams made $203,000 
to the $95,000 averaged by head coaches of women’s ice hockey teams (NCAA, 2008). These 
are but two examples of the many outlined in the GER since the NCAA beg                                                                                                                      
an publication of the report.  
The money being made in sport making it big business should make it no wonder the 
existence of a well-established relationship between those in sport and the media. Along with the 
enactment of Title IX, the 1970s brought an increased participation of women in sport and a 
greater number of women showing an interest in sport-related careers. Margaret Goss was 
credited as being the first female sport journalist when her article on intercollegiate athletics was 
published by The New York Tribune in 1924. Numerous other women were involved in shaping 
the sport journalism industry in the decades that followed, but it was the1970s that brought 
significant change for women in the profession (Kaszuba, 2006). The decade brought changes as 
networks began adding females to their payrolls, with women filling broadcasting positions such 
as sportscasters and sports reporters, many of which were seen on national television. Many 
women have pioneered the field of sport journalism, laying the groundwork for those women 
with dreams of working in the industry. As a sport reporter for The Palm Beach Post Karen 
Crouse said, when speaking on women in sport journalism, “It’s never just about yourself, you’re 
always representing the female gender” (O’Reilly & Cahn, 2007, p. 316).  
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Significance of the Study 
Sport journalism, a male-dominated industry and proverbial male province, has 
historically been known as being slow in listening to women speak on things of sport (Miloch, 
Pedersen, Smucker, & Whisenant, 2005). Former sportscaster Howard Cosell spoke of sport as 
being the toy department of life and some have carried that thought over to the sport media 
profession; at one time giving sport departments around the country the same level of importance 
Cosell had once given to the institution itself (O’Brien, 2007). The advent of Title IX and the 
increased interest of women in sport brought with it a growth in the sport media industry. With 
the knowledge that careers follow economic influence and growth (Sweeney, 2007), it is not 
surprising the number of women showing up in the sport media profession is increasing. 
However, there is a decline in the promotions these minorities are getting once they are 
somewhat locked into their career. This phenomenon is part of the gender-structuring that is 
found in sports newsroom across the country. 
 Staurowsky and Dimanno (2002) explain the importance of the female voice in sport; the 
importance coming not only from having her voice heard, but also in having it received as 
valuable and not dismissed because it is coming from a woman. These things should have put 
Visser at an automatic disadvantage in the industry, but instead her dream was one that would 
not be stopped by things that had been done before. Visser’s beginning as a sport writer began as 
a dream as a ten-year-old girl, at a time when the position did not exist for women. Regardless, 
Visser’s parents offered words of encouragement: “My parents didn’t say girls can’t do that…my 
mother told me, ‘Sometimes you have to cross when it says “don’t walk’” (Visser, 2011, ¶ 1).  
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Visser’s career began in the 1970s, but did not really take flight until the 1980s. Visser, 
an advocate for women in the sport media, has been instrumental in the fight for equal treatment 
of women in the sport media. In 1990, Visser, already credited with being the first woman to 
ever be assigned to an NFL beat, became one of the first women to appear on NBC’s The NFL 
Today (Visser, 2011). Her work brought recognition in the upper echelons of sport, but the status 
and prestige associated with this level of success did not come easily and did not come without 
perseverance. Visser experienced heckling, exclusion, sexual harassment, and gender 
discrimination, just like other women working in sport have and continue to experience. She was 
often kicked out of male locker rooms, even after a 1978 federal ruling that granted women the 
same access to locker rooms as men (Creedon, 1994). 
 Margaret Goss was credited as being the first female sport journalist when her article on 
intercollegiate athletics was published by The New York Tribune in 1924. Numerous other 
women were involved in shaping the sport journalism industry in the decades that followed, but 
it was the1970s that brought significant change for women in the profession (Kaszuba, 2006). 
The decade brought changes as networks began adding females to their payrolls, with women 
filling broadcasting positions such as sportscasters and sports reporters, many of which were 
seen on national television. Many women have pioneered the field of sport journalism, laying the 
groundwork for those women with dreams of working in the industry. As a sport reporter for The 
Palm Beach Post Karen Crouse said, when speaking on women in sport journalism, “It’s never 
just about yourself, you’re always representing the female gender” (O’Reilly & Cahn, 2007, p. 
316).  
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Professional tennis player Billie Jean King was making inroads for women in sport in 
the 1970s, but 1973 was the year King made her greatest contribution for these women. King 
appeared on ABC Sports’ Battle of the Sexes television show in 1973 in a contest that pitted her 
against well-known male tennis player Bobby Riggs (Ware, 2011). The match was thought by 
some to be the beginning of a women’s liberation movement, a distraction during times when the 
country faced issues such as inflation and an energy crisis. It was billed as an overly-hyped 
media event which would go down in the sport history books for women (Ware, 2011). Viewers 
witnessed a physical challenge between the male and female sexes, but perhaps more 
importantly, the concept of what took place off the court and in the eyes of men and women 
across the country was of more significance than who came out on top when the camera lights 
went off.  
The 48 million viewers themselves held the distinction of being the largest audience to 
watch a woman televised in sport competition at that time, but King’s acceptance onto the court 
in equal playing capacity against Riggs carried additional meaning for women. It showed they 
were not frail, weak beings and they could hold their own when challenged. Furthermore, it 
proved that women were capable of maintaining a dual role, one of female and one of athlete 
(Ware, 2011). Donna Lopiano of the Women’s Sports Foundation (WSF) noted the magnitude of 
King’s accomplishment, “In a single tennis match, Billie Jean King was able to do more for the 
cause of women than most feminists can achieve in a lifetime” (Ware, 2011, p. 3).  
King’s televised tennis match with Riggs and the implementation of Title IX were marks 
of great progress for women in sport in the 1970s. Growth for women in the sport journalism 
profession continued into the 1980s as other sport journalists began to make names for 
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themselves and pave the way for other women looking to possibly plant their feet on this once 
male-only career path. CBS sport journalist Leslie Visser was such a leader for women in the 
sport media showing her persistence in going where women before had once been hesitant to go. 
Just as King was a trailblazer for women in sport in the 1970s, perhaps Visser carried the same 
distinction in the 1980s. 
 Jane Chastain was the country’s first sideline reporter when she was hired by CBS in 
1974, but her stint lasted only 18 months, at which time she was replaced by former Miss 
America Phyllis George, an unlikely job candidate. George found herself suddenly employed as 
a sportscaster with no knowledge or training in sport; admittedly knowing she was hired based 
on her looks and physical body. George’s hiring was not a popular decision among women in the 
sport journalism community. These women, who had worked diligently to legitimize their roles 
in the profession, were outraged not by the person hired, but by the basis on which the hiring 
took place. Some female sport journalists have been accused of using their sexuality (i.e. 
attractiveness, bodies) to gain an edge with male sources (Hardin & Shain, 2005). Sport media 
professionals have expressed disdain for these women. Participants of a study by these 
researchers said these women were not “real” journalists, but just “pretty faces” (p. 130) that 
gave legitimate female sports journalists a bad name (Hardin & Shain, 2005). 
Media reinforce societal standards and values. Female athletes, who may not appear to be 
attractive, or are seen as not having other traditional feminine qualities, perhaps even appearing 
manly in stature, may be labeled as homosexual and, sometimes, lesbians, regardless of whether 
this is the case. Knight and Giuliano (2003) suggest that, regardless of the progress made by 
women in sport, women who are perceived to be athletic still, by societal standards, have 
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committed a gender violation and present with the image of homosexuality. The institution of 
sport seems content in not challenging the norms set forth by society (Cohen, 2001).  
Men’s sports are the traditionally highly- valued sports and women want to be given their 
chance at covering them (Staurowsky & DiManno, 2002). Visser said that female sportswriters 
want not only the opportunity to cover women’s sports, but also want to be given the chance to 
cover men’s sports, thus giving women greater possibilities for career success. Cramer’s (1994) 
examination of 19 female sport journalists found that many of these women worried that 
covering only women’s sports would hinder their careers, but at the same time were weary of 
covering men’s sports due to the frequency of harassment. Participants told similar stories of 
harassment, but did not report such incidences for fear such actions could cause a problem as 
they pursued careers in sport journalism (Cramer, 1994). 
Unequally Covered 
Media portray and cover female athletes much differently than the way they cover and 
portray male athletes (Smith, 2011). Portrayal of female athletes by the sport media is often 
based on their stereotypical feminine qualities. As in society, women who appear heterosexually 
feminine are privileged over those that appear more masculine (Krane, 2001). The media 
communicate this, indicating to its audience that a woman’s gender role is more important than 
her athletic one (Boutilier & SanGiovanni, 1983; Knight & Guiliano, 2001). Male and female 
athletes are portrayed by the media in a way that conforms to societal norms, with the media 
referencing stereotypical female qualities such as attractiveness, emotionality, femininity, and 
heterosexuality, while honing in on the athletic accomplishments when referencing her male 
counterparts (Knight & Guilliano, 2001).  
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Images of female athletes abound in the media and can be used to trivialize the 
accomplishments of women in sport, while also reinforcing society’s version of femininity and 
heterosexuality of female athletes and coaches (Allen, 2006). Media influence sport 
consumption, oftentimes by use of its own agenda. Sugden and Tomlinson (2007) contend the 
sporting press has long been concerned with more than mere match results. In an analysis of the 
media coverage of professional golfer Nancy Lopez during her farewell tour, Douglas and 
Jamieson (2006) noted that the construction of whiteness was relied upon as discourses of 
sexuality and gender by maintaining the cultural norms and values (Cooky, Wachs, Messner, & 
Dworkin, 2010). 
Women being confined to aesthetically pleasing sports contributes to the cause of 
masculinity and can set females up for male scrutiny. In addition to golf and tennis, women have 
often been limited to sports such as gymnastics, synchronized swimming, and ice skating 
(Lenskyj, 2003). The 1992 Olympic Games placed females in sports that are known to be 
traditionally pleasing to the eye and in which feminine qualities such as thinness and beauty, are 
obvious, as is the ability to act with grace and poise (Kane & Greendorfer, 1994). Images of 
attractive female athletes are displayed throughout the media and oftentimes these images are 
framed in such a way to highlight the feminine, sexual qualities of these women. Professional 
tennis player Anna Kournikouva and former professional ice skater Katrarina Witt have been 
glamorized by the media for their female attributes (i.e. attractiveness, body), thus marginalizing 
their athletic ability or, in the least, placing it with equal priority to their female attributes. 
Kournikova has been placed in such a manner to showcase her sexuality; at times, seemingly 
placing more emphasis on her femininity than her athletic ability (Fuller, 2006).  
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Coverage of women’s sports has seen an increase, albeit a modest one, over the years, 
but females continue to be underrepresented in sports coverage when compared to men (Gantz, 
2011). Men received 96% of total sports news coverage in 2009 (Messner & Cooky, 2010).  The 
researchers reported the 1.6% coverage of women’s sports, in the same year, on networks that 
were not of sport-affiliation, down from 2004’s 6.3%. Some scholars believe the amount of 
media coverage given to women’s sports will increase as more women continue to enter the 
profession (Hardin & Shain, 2005). However, some studies have shown this to not always be the 
case. Pedersen, Whisenant, and Schneider (2003) found that women do not always write about 
women’s sports when given the chance. Part of the reason for this may be the awareness women 
have of the success involved with covering men’s sports. Kian (2007) suggests the favoritism 
toward men’s sports by males and females alike comes from an attitude deeply ingrained by 
society.  
Challenges in the Profession 
Though promising, Hardin and Shain (2005) explain that, for women, finding jobs in the 
sport journalism profession does not guarantee equal treatment with men in this traditionally 
male-dominated environment. O’Leary (2002) wrote that gender separation in an organization is 
takes place in organizations that have an unequal gender make-up.  Women in the sport media 
still have to find ways to make their existence known among male colleagues, as well as in the 
industry itself. As in participation in sport, men are the dominant population in the sport media 
profession. Having one dominate group in any environment can create the issue of 
desegregation, which in this case, involves the process of allowing women into the male-
dominated field of sport, but not making a consistent effort to make them feel welcome and 
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equal (Hardin & Shain, 2006). McDonagh and Pappano (2008) suggest something similar 
when speaking of the treatment a female receives in the sport environment; indicating the 
American woman’s assignment to second-class citizenship in sport mirrors a woman's second-
class citizenship in society, as well as in the country itself. 
Hardin and Shain (2006) agree that, even though progress has been made for females in 
the industry, these women still carry a second-class status among male reporters in the 
newsroom. As minority members in the sport media profession, females have pushed for things 
such as equal locker room access and opportunities at covering sports once only covered by men.  
Accomplishment of these milestones indicates progress, but show only meager growth for 
women in the fast growing sport media industry as a whole; an industry in which women 
continue to experience obstacles.  
Regardless of the challenges faced by women in the industry, the number of women 
entering journalism schools and the sport media profession continues to grow. Once employed in 
the profession, these women also tend to be staying. Institutions that equip media professionals 
for employment recognize this and are making adjustments to meet the changing demands of the 
media profession. Many institutions with journalism programs have expanded their names from 
schools of journalism to schools of journalism and mass communication; this in an effort to 
encompass the increased responsibilities of the sport media professional (McAdams, Beasley, & 
Zandberg, 2004).  
Women working in the sport media continually face complexities in the workplace. 
These challenges come in many of the same forms as women in other male-dominated 
professions experience. The workplace for women in the sport media, however, is quite different. 
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These women report to work in press boxes, locker rooms, basketball courts, and sport 
complexes, among other sport-related environments, all across the country. Females were not 
told to report to work inside locker rooms. They had to fight to get in, as they were barred from 
these facilities until one journalist took a stand.  
Women were excluded from and did not receive equal access to men’s locker rooms until 
the 1980s. Sports Illustrated reporter Melissa Ludtke requested access to the New York 
Yankee’s locker room following Major League Baseball’s (MLB’s) 1977 World Series. Ludtke 
was told to remain outside the Yankee’s locker room, while male colleagues were allowed to 
enter. Ludtke was one of the first female reporters to request equal access to male sports locker 
rooms. Following Ludtke’s request, in 1978, a federal judge ruled that all reporters, men and 
women, were to be allowed equal locker room access (Creedon, 1994). The National Football 
League (NFL) instated its equal access policy, granting women access to its team locker rooms, 
in 1985. The NFL policy was not well received. Former NFL reporter for the Houston Post 
Melanie Hauser said that sometimes the idea of equal locker room access just meant women 
standing outside the locker rooms while men went in (Miller & Miller 1995).  
Locker rooms were a symbol of superiority for men, a place they could call their own; 
that is until women were granted access (Kane, 2007). Males then felt the need to relegate 
females to the status of sexual objects, this in an effort to maintain the gender order. All four 
major sports leagues, the NFL, MLB, National Basketball Association (NBA), and the National 
Hockey League (NHL) had equal access locker room policies in place by the mid-1980s. 
However; female sport journalists were faced with more chaos once inside the locker rooms. 
   15
Women who enter male locker rooms have been accused of wanting to use their access to look 
at male athletes (Hardin & Shain, 2006).  
In 1990, former Boston Herald reporter Lisa Olson was accused of trying to take looks at 
men’s bodies in the locker room as she tried to conduct an interview with New England Patriot’s 
players (Disch & Kane, 1996). While in the locker room, Olson was bombarded with lewd 
remarks and gestures from Patriot’s team members. When she complained of the team members’ 
behavior, she received hate mail from Patriot’s fans, many blaming her for the incident. The 
backlash from the ordeal led to the coach of the Cincinnati Bengals barring women from its 
locker room, a violation of the NFL equal access locker room policy (Birrell & Theberge, 1994). 
Following the Patriot’s locker room incident, Olson resigned her sportswriter position with the 
Herald and moved to Australia to have a fresh start in her career, in one not related to sport 
journalism (Birrell & Theberge, 1994). 
Glass Barriers  
 Sportscaster Bonnie Bernstein experienced a different form of discrimination during her 
career as CBS’s sideline reporter. Bernstein left her post at the network in 2006, concluding 
opportunities for a more substantial role in sport would have to be found elsewhere, as 
opportunities for advancement at the network were limited (Hardin & Shain, 2006). Females in 
high-profile media positions are not immune from the obstacles other women in the sport media 
face. Female sport journalists may be considered more qualified than male colleagues in some 
cases, but these women find themselves unable to move into or advance from a position for the 
sake of the (female) body (Chambers, Steiner, & Fleming, 2004). Bernstein experienced what is 
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known as the “glass ceiling,” a phenomenon women looking to vertically advance in their 
careers many times experience (Baretto, Ryan, & Schmitt, 2009, p. 5).  
  Women metaphorically bump their heads on this glass ceiling when their advancement 
opportunities are limited or exhausted based on gender and, regardless of qualifications, these job 
opportunities are still made available to men. The phrase, glass ceiling, was first coined in a Wall 
Street Journal article in 1984 to express the author’s view of what he saw taking place in 
corporate America. He defined the glass ceiling as "an invisible, yet quite impenetrable barrier 
that serves to prevent all but a disproportionately few women from reaching the highest ranks of 
the corporate hierarchy, regardless of their achievement and merits" (Lampe, 2001, p. 346).   
Created as Titlee II of the Civil Rights Act of 1991, a Labor Department study, The Glass 
Ceiling Initiative, included an examination of the challenges encountered by women and 
minorities in relation to the limitations brought on by the glass ceiling effect (Wrigley, 2002). 
According to O’Leary (2001), socially-constructed gender barriers lead to the lack of women in 
leadership roles.  Kephart and Shumacher (2005) propose the glass ceiling not only limits career 
advancement opportunities for women, but it also deprives them of another potential benefit. 
Women in sport given the opportunity for advancement open the door to, as Coakley (2009) 
noted, the advancement of other women in their careers. Women are typically presented with 
stereotypical positions traditionally reserved for females before they are considered for 
advancement into other roles within an organization. Men sometimes have the invisible glass 
ceiling mentality when it comes to acknowledging the obstacle it may cause females in male-
dominated occupations, where women often express feelings of exclusion from leadership and 
decision-making networks (Williams, 1995). 
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Loneliness often experienced by females in a male-dominated environment is not 
uncommon. Women work harder to prove their abilities in the workplace, finding themselves 
often being proactive and having to ask for promotions and other career advancement 
opportunities that might otherwise be automatically given to male colleagues (Williams, 2010). 
Glass ceilings are not the only glass women in the workforce encounter. Glass walls limit 
horizontal advancement opportunities, as opposed to those of vertical advancement, as is typical 
of glass ceilings. Women experience this form of career limitation when they are limited to 
certain jobs or occupations (Reid, Kerr, & Miller, 2003) in professions that have a promotional 
ladder 
Deprivation of the opportunity for lateral movement limits women in their options for 
career mobility; women who might otherwise be qualified for promotions or other forms of 
advancement (Eyring & Stead, 1998). Reid et. al (2003) suggest this segregational structuring is 
slow to change unless a large percentage of the minority group (in this case, women) begin and 
share in the same socialization process. Bernstein may have experienced this type of career 
limitation as well at CBS, when her career reached a certain point and she, along with other 
women in the industry, was confined to certain jobs in the organization. These walls show some 
sign of weakening, which implies women may be pushing through these lateral career barriers 
surrounding traditionally male-dominated professions (Reid, Kerr, & Miller 2003), as is in the 
occupation of sport media professionals, allowing these women a better opportunity to move into 
positions of authority. Before the inception of Title IX, federally-funded institutions averaged 2.5 
women’s teams per school and following the legislation in 1972, these schools have an average 
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of 8.65 (Women’s Sports Foundation, 2008), increases that should coincide with an increase in 
females working in the sport realm.  
Gender structuring is evident in the newsroom as organizations try to meet minimal 
expectations in their hiring process so their company looks good on paper and for annual 
reporting purposes. Women understand they are sometimes hired specifically for their place in 
the overall gender equity equation of their organization. Women also are aware of the resentment 
that male coworkers may harbor when they are seen as quota hires (Kian, 2005). Eberhard 
(1988) found that about one-third of female employees surveyed in a study felt they had been 
employed originally as “token” or “quota” hires because of their gender (p. 597). The terms 
quota and merit were used in a discussion relating to new female hires and the insignificance 
female sport journalists said they felt when women were hired solely to meet the numbers of a 
certain gender employed by their management (Miller & Miller, 1995). 
Overview of Job Satisfaction 
Job satisfaction is a topic of research spanning more than five decades and has been 
tracked by journalists, through surveys since 1971 (Beam, 2006). Scholars Locke and Latham 
(1990) believed job satisfaction to be perception-based as the favorableness or unfavorableness 
with which employees view their work, suggesting perception to be one of its key elements. 
Spector (1985) suggested there are nine determinates of job satisfaction: pay, promotion, 
supervision, fringe benefits, contingent rewards, operating conditions, coworkers, nature of 
work, and communication. Regardless of the definition used, Whisenant, Pederson, and Smucker 
(2004) stressed the importance of understanding job satisfaction and its role in expressing human 
behavior in organizations. Job satisfaction among traditional (print) female sport journalists has 
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been previously examined, focusing on the personal characteristics and experiences of these 
sport media professionals. The increasing presence of women has been studied with its 
relationship to the implementation of Title IX. Experiences of female sport media professionals 
have been documented in qualitative studies through use of in-depth interviews (Beam, 2006; 
Reinardy, 2007) and narratives (Hardin & Whiteside, 2009) based on perceptions of working in 
the sport media. Job satisfaction and motivation share a close relationship. 
Overview of Motivational Theory 
Motivation begins the process toward individual job satisfaction. Employee effort is often 
a result of his or her motivation, making it important for organizations to understand the role it 
can play in employee job satisfaction. A motivated employee generally will be inclined to 
perform well on the job; this often dependent upon the type of motivation involved. Motivational 
theorists offer various frameworks when addressing job satisfaction and its relationship with 
motivation. Herzberg’s (1959) motivation-hygiene theory, Adam’s (1963) theory of inequity, 
Vroom’s (1964) expectancy theory, and Deci and Ryan’s (1982) self-determination theory are 
but a few of these theories. Outcome-based behavior has been the base for most motivational 
theories (e.g. Adams, 1963; Deci & Ryan, 1985; Herzberg, 1959; Vroom, 1964). Along with the 
numerous theories, various definitions of motivation exist. Regardless of how motivation is 
defined, the general consensus among motivational theorists is that a lack thereof will lead to job 
dissatisfaction (Honore, 2009).  
Herzberg (1959) defined motivation as the driving force that propels or energizes an 
individual’s behavior. Spector (2000) used an attitudinal definition of job satisfaction: “a 
variable that reflects how people feel about their jobs overall as well as toward various aspects of 
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them” (p. 197). Job satisfaction affects the motivation of an individual which, in turn, may 
affect the effort they put forth in their performance at work. The resulting product of job 
satisfaction may be an interaction of multiple intrinsic and extrinsic variables and can be affected 
by factors such as friends, coworkers, the environment, benefits, and rewards, among other 
things (Reinardy, 2006).  
Quackenbush (2011) found a “love for sport” and a “love for writing” to be the most 
popular motivations of females entering the field of sport journalism. Surveys in the sport media 
industry have shown why women have chosen to leave their jobs. Weaver, Beam, Brownlee, 
Voakes, and Wilhoit (2007) reported low pay and poor working conditions as the two most-
mentioned items of journalists who were asked to cite possible reasons for leaving their current 
job, if they were to choose to do so. Sport journalists often find this to be true, but find other 
reasons to continue in a career that does not compensate them in a traditionally equitable form 
(i.e. paycheck). Other incentives may be offered in efforts to appeal to the sport media 
professional, hoping he or she will see the reward(s) as attractive and fair, choosing to continue 
on in the job 
Statement of the Problem 
Though promising, Hardin and Shain (2005) explain that, for women, finding jobs in the 
sport journalism profession does not guarantee equal treatment with men in this traditionally 
male-dominated environment. O’Leary (2002) wrote that gender separation in an organization is 
takes place in organizations that have an unequal gender make-up.  Women in the sport media 
still have to find ways to make their existence known among male colleagues, as well as in the 
industry itself. As in participation in sport, men are the dominant population in the sport media 
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profession. Having one dominate group in any environment can create the issue of 
desegregation, which in this case, involves the process of allowing women into the male-
dominated field of sport, but not making a consistent effort to make them feel welcome and 
equal (Hardin & Shain, 2006). McDonagh and Pappano (2008) suggest something similar when 
speaking of the treatment a female receives in the sport environment; indicating the American 
woman’s assignment to second-class citizenship in sport mirrors a woman's second-class 
citizenship in society, as well as in the country itself. 
Hardin and Shain (2006) agree that, even though progress has been made for females in 
the industry, these women still carry a second-class status among male reporters in the 
newsroom. As minority members in the sport media profession, females have pushed for things 
such as equal locker room access and opportunities at covering sports once only covered by men. 
Accomplishment of these milestones indicates progress, but show only meager growth for 
women in the fast growing sport media industry as a whole; an industry in which women 
continue to experience obstacles. Regardless of the challenges faced by women in the industry, 
the number of women entering journalism schools and the sport media profession continues to 
grow. Once employed in the profession, these women also tend to be staying. Institutions that 
equip media professionals for employment recognize this and are making adjustments to meet 
the changing demands of the media profession. Many institutions with journalism programs have 
expanded their names from schools of journalism to schools of journalism and mass 
communication; this in an effort to encompass the increased responsibilities of the sport media 
professional (McAdams, Beasley, & Zandberg, 2004).  
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Purpose of the Study 
 The purpose of this study was to determine the job satisfaction level of the female sport 
media professionals of AWSM, as well as to examine career motivators to determine if these 
factors may influence the member’s decision to stay in their current job, regardless of job 
satisfaction level. Demographic variables were also gathered to determine if these variables 
might be related to job satisfaction level of members. 
Research Questions 
The following research questions were been developed for this study: 
RQ1: What is the level of job satisfaction among AWSM members? 
RQ2: What factors contribute to the AWSM member’s decision to continue in her career? 
RQ3a: What is the relationship between the household structure and the level of job satisfaction 
of AWSM members? 
RQ3b: What is the relationship between professional status and the level of job satisfaction of 
AWSM members? 
RQ3c: What is the relationship between age and the level of job satisfaction of AWSM 
members? 
RQ4: What is the relationship between job satisfaction and career motivation of the AWSM 
members? 
Definition of Terms 
Association of Women in Sports Media (AWSM): A volunteer-run advocacy group for women 
working in or aspiring to careers in sport writing, editing, broadcast and production, and public 
and media relations (AWSM, 2012). 
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Feminism: “A concern with enduring gender inequalities and injustices” (Gill, 2007, p. 25). 
Feminist Theory: A theory that “seeks to understand the nature of inequality; It focuses on 
gender politics, power relations, and sexuality” (Hattery, 2010, p. 98).  
Gender: “Relatively fixed ideas and expectations used to identify males and females and to 
determine the ways that males and females are supposed to think, feel, and act” (Coakley, 2007, 
p. 653). 
Glass Ceiling: “Artificial barriers based on attitudinal or organizational bias that prevent 
qualified individuals from advancing upward into their organization into management level 
positions” (U.S. Department of Labor, 1991, p. 1). 
Homophobia: “The irrational fear or intolerance of gay, lesbian, bisexual, or transgendered 
people” (Ware, 2011, p. 139). 
Job Satisfaction: “An attitudinal variable that reflects how people feel about their jobs overall as 
well toward various aspects of them” (Spector, 2000, p. 197). 
Job Satisfaction Scale (JSS): A 36 question, Likert-type scale developed by Spector (1985) to 
measure job satisfaction level of employees.  
LISTSERV: A computer program that allows people to create, manage, and control electronic 
mailing lists (Indiana University, 2011). 
Media: “All the organizations, large and small, through which pass various types of message in 
the process of communication by which meaning is exchanged” (Rowe, 2004, p. 216). 
Motivation at Work Scale (MAWS): An instrument developed to measure possible reasons an 
employee continues in their current job. The scale is a Likert-type scale made up of seven 
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statements, divided into the following four subscales: intrinsic, identified, introjected, and 
external (Gagné et al., 2010). 
Oppression: “The absence of choices” (hooks, 1984, p. 5). 
Self-determination theory: A theory of motivation that suggests motivational change happens 
over time. It also posits that individuals have the innate ability to both internalize and deal with 
extrinsic factors according to their own free will (Deci & Ryan, 1985). 
Socialization: An active process of learning and social development that occurs as people 
interact with one another and become acquainted with the social world in which they live, as 
they form ideas about who they are, and make decisions about their goals and behaviors” 
(Coakley, 1998, p. 88). 
Sports: All forms of physical activity which, through casual or organized participation, aim at 
expressing or improving physical fitness and mental well-being, forming relationships or 
obtaining results in competitions at all levels” (Donnelly, Darnell, Wells, & Coakley, 2007, p. 7). 
Sport media professional: A professional who works in the sport media industry in a sport-
related career (i.e. journalist, web producer). 
Stereotypes: Strongly held generalizations about people in some designated social category. 
Such beliefs tend to be universally shared within a given society and are learned (by families) as 
part of growing up in that society” (Basow, 1992, p. 3).  
Title IX: The amendment signed into law in 1972 that states “no person shall, on the basis of 
sex, be excluded from participation in, be denied the benefits of, or be subjected to 
discrimination under any educational program or activity receiving federal financial assistance” 
(Title IX of the Education Amendment Acts of 1972, 20. U.S.C. 1681 et. seq.). 
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Chapter Summary 
 This introductory chapter is relevant in the following four chapters of this research in its 
scope of understanding how women in sport and in turn, in sport-related careers, became an 
increasing phenomenon. Understanding the progress from women participating in sport to the 
place these sport media professionals are today is relevant in the research involving their job 
satisfaction and career motivation. Females in sport may have progressed in part due to the 
enactment of Title IX, but other factors involved in this increase will be discussed in the 
following literature. The behavior by which female sport media professionals are motivated, and 
subsequently their level of job satisfaction in a male-dominated industry is at the crux of this 
research. This section provided the foundation upon which the researcher will advance scholarly 
findings in this career field. 
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Chapter II: Literature Review 
Introduction to the Chapter 
Topics on several issues and practices affecting the job satisfaction level of females in the 
sport media profession are discussed in this chapter. It is important to give a brief background of 
how females in the male-dominated profession got their start. Feminism and therefore, 
masculinity and the roles these ideals play in the many challenges women in the sport media face 
will be discussed. The chapter includes a discussion of Title IX, the role it has played for women 
in sport, as well as how the statute has affected women choosing careers in the sport media. 
Career opportunities for these women are limited in the sport media profession, furthered by the 
continued existence of glass ceilings and glass walls. Motivation is defined and discussed as it is 
an important part of this research.  
Sport and the Media  
Harris and Parker (2009) noted the strong influence the mass media has on society. Fuller 
(1992) wrote, “Ever since sport became news, they have been covered by the media, making it 
uncertain as to whether the media was responsible for making sport into news or whether it was 
sport that was responsible for making the media into news” (¶ 2). The value each entity brings to 
the relationship is subjective. Media play a role of utmost importance in the community of sport 
with its main responsibilities to society being the communication and distribution of information 
(Shultz & Sheffer, 2008). This media has the power to shape public perception with its coverage 
and portrayal of sport and its players. Gender barriers are reinforced in sport through mega-
events such as the Super Bowl as men take to the field and women roam the sidelines (Wenner, 
2002). Staurowsky and Dimanno (2002) suggest the voice used by the media in its commentary 
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of information to the world is one up to its own discretion; leaving it in a position of supreme 
control. Media must determine not only what information to disseminate to the public, but also 
when and how much to place in front of its audience(s); this all through a process known as 
framing (Billings, 2004). 
In framing theory, media tell members of society not what to think, but what issues to 
think about (Goffman, 1974). Consumers of sport information are affected by the media’s choice 
in framing the information to which it is privy (Smith, 2011). Media have the power to construct 
meaning and empower girls and women in sport through its representation of these females who, 
before Title IX, went mostly unnoticed as sport participants, consumers, and journalists. The 
media’s use of framing has the potential to encourage its audience in such a way to believe 
women in sport are not as important as men in sport simply by the lack of attention and the little 
amount of time and coverage it devotes to topics in, or coverage of, these women (Smith, 2011). 
Sport media has a long-time fascination of reporting more than just match results and the sport 
reporting of old has moved considerably beyond the mundane listings of box scores, schedules, 
and statistics (Sugden & Tomlinson, 2007).  
Media has the opportunity to leave their mark on a story or bestow their depiction on an 
athlete. Sport media members “stage” events, often using their own agendas when reporting a 
story (Wenner, 2002). Framing is known not only as the process by which the media choose to 
portray an event, but also the process in which its audience adopts the media’s ideas and sees an 
event in much the same light in which the journalist intended (McQuail, 2005). Research shows 
that media commentary can affect the thoughts of its audience on anything from a five-minute 
story to an ongoing criminal investigation of sport figures (Wenner, 2008).  
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A journalist has the power to mold the thinking of its audience. For example, a sport 
journalist reports the story that an undefeated school was just beaten by a school that had never 
won a game. The way in which the audience receives the story is placed at the discretion of the 
media. Depending on the media’s agenda at the time, it may choose to focus on the positive of 
the winning team or may take a negative approach and hone in on the loss of the other team 
(McGuire & Armfield, 2008). Through framing, portrayal of females in sport in a positive 
manner, thus encouraging and empowering girls and women in sport, media have the opportunity 
to affect many. The manner it chooses to use its authority is subjective. 
History of Sportswriting  
Sport may have begun its relationship with the media in the late 1820s when the first 
American magazine devoted specifically to sport was published (McChesney, 1989). Magazine 
titles such as American Farmer and American Turf Register perhaps, were indicative of the place 
media had in the lives of people during that time period; a low place as most media were not 
looked upon favorably. Writers began covering the sport of the times; but were secretive of their 
identities. The 1830s and 1840s brought the addition of another form of media, the newspaper. 
As for sport coverage, few newspapers covered sport during the early years of its existence. 
Following the Civil War, baseball continued to popularize as it brought towns and communities 
together, opening the eyes of newspaper publishers to the possible money-making importance of 
reporting on sport (Fountain, 1993). Baseball again was at the center of attention as the first 
professional baseball team was formed in 1869. This trend continued as new teams and leagues 
were formed; All things that contributed to the sport increased media coverage (McChesney, 
1989). 
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A pivotal point in sport journalism came in the 1840s when William Trotter Porter 
discovered he could use his sport magazine to make money. A rapidly increasing literacy rate, 
industrialization, and an influx of immigrants all played roles in this profitability, but it was the 
increasing popularity of sport that had Porter seeing dollar signs. Porter’s marketing strategy of 
baseball as America’s sport not only increased the sport’s popularity and the magazine’s 
revenue, it brought competition to the media scene. In 1853, The Clipper became the top selling 
magazine and employer to the first American sportswriter, Henry Chadwick, who would later 
become hailed as “Father Baseball” (p. 16) Not long after The Clipper’s milestone and along 
with Porter’s Spirit of the Times, the two publications began using “the national game” (Tygiel, 
2000, p. 6).   
Sportswriting as a profession took form following the Civil War. Baseball continued to 
popularize as it brought towns and communities together, alerting newspaper publishers to the 
possible money-making importance of reporting on sport (Fountain, 1993). Baseball remained 
the center of attention in sport, as the first professional baseball team was formed in 1869. This 
trend continued as new teams and leagues were formed; all of these things contributing to the 
increased media coverage of sport (McChesney, 1989). Sport continued its uphill climb in its 
status in American culture in the early 1870s. Baseball became increasingly popular during the 
late 1880s, even during the Civil War as Confederate and Union armies used the sport as a form 
of recreation among its prison camps.  
The 1890s began an era that would shape the world of sport journalism. Technology was 
changing and printing costs were going down and newspapers surpassed the magazine for the 
first time as the primary source for sport reporting (McChesney, 1989). Newspaper publishing 
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became big business. So did sport. Newspapers increased their sports coverage and New York 
World earned the distinction of having the first sport department. William Randolph Hearst 
owned and produced the nation’s first dedicated sports section in his publication, The New York 
Journal. The telegraph only made things better for both sport and newspapers. This could be 
considered a very early example of the sport and media relationship, with each entity separate, 
but yet dependent on the other (McChesney, 1989). 
The 1920s was a decade of intense growth and change in the development of sport 
journalism. It was during this booming time period that sport found its home in the American 
culture. Media entities began to grow at a fast pace beginning in the 1920s, with newspapers and 
radio being the most popular form during the economic boom of that era. Newspapers were, 
without question, the most popular form of transporting sport into the hands of consumers. Radio 
would have its time a little later down the road, beginning in the 1930s, coming into its own in 
the 1950s. Live broadcasts of games meant sport consumers did not have to wait for the next 
day’s newspaper to retrieve such sport information as game winners, box scores, and statistics. 
Sport journalism took hold and was recognized as a legitimate profession. Media and sport 
continued to develop its relationship as sport gained favor and popularity in the public eye. The 
1920s became known as “The Golden Age of Sports” (p. 170) or, as Lipsyte (1970) called it, the 
“Golden Age of Sportswriting” (McChesney, p. 170). 
Professional baseball was no longer the only sport of interest for Americans to watch in 
the 1920s, as boxing and college football had periods of economic boom during this golden age. 
The mass media also began a relationship with college football that would not only prove to be 
profitable and mutually beneficial for both parties, but would bring money into sport 
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organizations, advertisers, and media outlets in astronomical proportions for decades to come. 
Many sports over the decade would jump on the mass media bandwagons, realizing the money-
making possibilities sport could bring. Sportswriters are the very ones that start the money-
making process. Sportswriters saw the landscape of sport change in the 1920s, beginning the 
business relationship between sport and the media. 
The Post-World War I era brought monumental change in the media as political 
capitalism, mass consumption, and the advent of the wire service emerged. Newspapers began 
their downhill spiral, giving up their status as the primary source of sport information. As 
newspaper sales declined, interest in sport continued to grow. Sports journalists became known 
as celebrities as their names were showing up in newspapers, but they were also known as 
corrupt businessmen intentionally showing bias toward sport and/or its participants based on who 
paid them the most money. This began a somewhat rocky relationship between sport and the 
media (Tunis, 1928). 
A new concept, the wire service enabled print media to get sport stories out to the public 
in a cost- and time-effective manner. With the invention of the wire service, the Associated 
Press, a company known for its extensive sport reporting service sent through a wire service, 
formed its first sport department (Nugent, 1929). Sport continued its relationship with the , 
through the newspaper, then over the airwaves with radio and television, continuing on through 
the more modern technologies of the Internet, continually forging a stronger bond as both entities 
become even bigger business. 
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Females and Sport Coverage 
Sport is generally considered a masculine institution; making women assume their 
feminine qualities over any athletic ones they may have (Smith, 2011). The predominately male-
occupied world of sport and especially the sport media send signals and promote the sexuality of 
female athletes, signaling to society that the feminine traits she represents are of more 
importance than her athleticism. Hardin and Whiteside (2009) contend media highlight 
traditional feminine characteristics (i.e. heterosexuality, attractiveness) in female athletes, while 
downplaying their athletic ability. Excess attention was given to U.S. professional soccer player, 
Brandi Chastain, when the media caught her on camera tearing off her jersey following her 
team’s World Cup victory, an excellent example of the media’s obsession with the display of the 
female athlete’s sexuality, above athletic traits and abilities (Duncan & Cooky, 2003). 
Founder of The Olympic Games, Pierre de Coubertin, had intentions of creating an event 
reserved for men; one that would affirm masculinity and contribute to male hegemony by having 
the female in a background role, providing applause as reward for the men in competition 
(Chepko & Couturier, 2001). The Olympic Games remain prime territory for the promotion of 
femininity in sport, especially through the media and its use of sexual stereotyping. This is 
evident in and was a topic of debate in 1988 in the case of female track star and Olympic gold 
medalist Florence Griffith-Joyner. There was mixed sentiment on how Griffith-Joyner was 
depicted in the media during The 1988 Olympic Games (Fink, 1998).  
The media noted her polished fingernails and make-up application style and described her 
apparel for the competition in great detail. At times, while Griffith-Joyner was being shown on 
television and commentary was in a lull, her female attributes were discussed in lieu of her 
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athletic ability, and when athletic ability was discussed, comments pertaining to her femininity 
were occasionally thrown in the conversation. Lenskyj (2003) wrote that, with femininity and 
athleticism being socially-derived constructs, society should be amenable to their redefinition.  
Female gymnasts in town for the 2004 Olympic Games in Athens, Greece were involved 
in a similar situation. The women posed for sexually-charged photos, knowing they would be 
used in men’s magazines. The athletes were later criticized by feminists for doing so. This type 
of action encourages media portrayal of the female body as a sexual object. Female athletes who 
do not exhibit or fit into the societal mold of femininity (i.e. in appearance, dress) are 
stereotyped. These women are oftentimes assumed to be lesbians because of their less than 
feminine physical appearance and their decision to participate in sport. Woody Hayes, former 
coach at The Ohio State University, said, during the same year Title IX was signed into law “I 
hear they’re (Oberlin College)…even letting w-o-m-e-n in their sport program now. That’s your 
Women’s Liberation, boy—a bunch of…lesbians” (Vare, 1974, p. 38).  
Members of the Ladies Professional Golf Association (LPGA) have experienced this 
stereotypical labeling and judgment. The LPGA tried the “sex sells” approach to marketing with 
limited success in the 1980s. An advertisement with a few of its most popular players, including 
Nancy Lopez and Jan Stephensen, went out with the golfers appearing in swimsuits (Creedon, 
Cramer, & Granitz, 1994). The advertisement was not a huge success, but the idea behind the 
advertisement was not so much for money as it was for image, to combat the stereotyping the 
league had endured. In 1988, after several ineffective publicity campaigns, a new commissioner 
was hired and once in office immediately focused on downplaying the same image issue 
(Creedon, et al., 1994). The commissioner’s efforts were also fruitless, causing additional 
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financial woes for the LPGA with the loss of advertisers and sponsorships. The LPGA, 
through use of the media, showcased Lopez, in efforts to offset homosexual interpretations of its 
players, using her role as mother to demonstrate her femininity. Sport organizations know 
homosexuality does not sell (Creedon, 1998). 
In 1973, Billie Jean King took center stage in her legendary televised tennis match 
against Bobby Riggs. In 1974, she was back at work, announcing the start of womenSport, a 
sport magazine designed specifically for women (Creedon, 1994). The magazine’s problems 
began almost as soon as the first copy hit the newsstand as readers began sending letters to the 
editor, accusing the publication’s staff of being homophobic and unwilling to openly discuss 
lesbian issues and lesbian athletes. Not only did staff members have to field complaints from 
readers, they also had to deal with rants from the athletes they interviewed.  
Heterosexual athletes were demanding staff writers include personal information about 
them such as the number of children they had or their marital status so readers would not jump to 
the conclusion they were homosexual because of their participation in sport. On the other hand, 
those athletes that were lesbians requested references to their personal lives be omitted, 
presumably because these women were just as stereotypical of their readers as their readers were 
of them. Jockey Mary Bacon said, “What woman reads about other women unless she’s queer?” 
(Creedon, 1994, p. 121). The publication ran into financial difficulties as it failed to sustain its 
advertisers and eventually met its demise in 1978.  
Sport Careers and the Home 
Kathy Henkel, former Sports Editor for The Seattle Times, acknowledged what it meant 
for women choosing to take the non-traditional career path into the sport journalism profession. 
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These women must realize that “a nontraditional career path meant that a husband and 
children were not part of the equation” (Henkel, 2009, p. 117). Female sport media members are 
not immune to the name-calling and stereotyping experienced by female athletes, as some of 
these women also do not fit the traditional feminine model set forth by society. A contributing 
factor to the potential labeling of women who choose careers in sport is that some of these 
women become “married to their job” (p. 118) and never marry in the real world. Sport journalist 
Christine Brennan never married, but said she was not asked why she didn’t marry. “It just sort 
of slowly started happening” (p. 118).  
As Cramer (1994) interviewed 20 well-known female sport journalists, examining issues 
such as job perceptions, coverage of men’s and women’s sport, and the impact of female sport 
journalists on sport coverage, an interesting pattern emerged that was not on the research agenda. 
Cramer noted that 11 of the 20 women interviewed had never been married. Sport departments in 
many newsrooms do not foster family-friendly environments. One reason the women in 
Cramer’s study gave for not being married was the difficulty of maintaining both a career in 
sport and a marriage, as was expressed in Visser’s sentiment when speaking on being a female 
and having a career in sport, “You can’t be married and have kids. Very few do” (p. 162). 
Exclusion 
Claringbould, Knoppers, and Elling (2004) suggest evidence of exclusion by the finding 
of continued low percentage of women and minorities represented in the sport journalism 
profession. Masculinity’s synonymous association with sport and traditional ideals of femininity 
has led to the exclusion of many women from sport (Lattimer, 2008). Areas such as press boxes 
and locker rooms were once off-limits to female journalists. Once equal locker room access was 
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granted in 1978, compliance was then the issue. Access and compliance were not one and the 
same. Visser, who was a sports reporter for The Boston Globe at the time, continued to be ejected 
from male locker rooms in several sports. Numerous incidents of discrimination continued in 
male locker rooms across the country. The Baltimore Sun’s Melody Simmons was the victim of 
verbal abuse in MLB’s Baltimore Oriole’s locker room. Rachel Shuster of USA Today was 
exposed to a player fondling himself in the NFL’s Green Bay Packer’s locker room (Chambers et 
al., 2004). Each incident was dismissed without reprimand from the league or the individual 
organization. As Enda (2002) said (when referring to female journalists no longer having to sit in 
the balcony of the National Press Club in Washington, D.C. when covering political events), 
”We no longer sit in the balcony, but neither do we have the best seats in the house” (p. 67). 
The Augusta National Golf Club was the site for exclusionary debate in 1999. Brennan, 
working in her role as USA Today’s sport columnist, raised her hand at a press conference held 
for members prior to The Master’s professional golf tournament, an event sponsored by the 
Professional Golfer’s Association (PGA). Her question was not related to the upcoming PGA 
competition, but rather one on a subject that just wasn’t to be broached. She queried as to why 
there were no, nor had there ever been female members in the club. Brennan was told only that 
the club’s membership practices were private and were not disclosed to the public (Shipnuck, 
2004). Brennan had opened the proverbial can of worms, as immediately following the press 
conference, a media frenzy ensued. The debate was heated over the exclusion of women from 
Augusta National Golf Club.  
Opinion writer for The Poynter Institute, Bob Steele placed part of the blame and lack of 
support for admitting women to the Club on women golfers themselves. He also accused former 
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club president “Hootie” Johnson of being a white southerner with a good old boy network 
affiliation (Steele, 2002). Regardless of the name-calling and labeling and the trading of the not-
so-nice blows from both sides, the feminists and those from the club itself, when the hype died 
down, Augusta National Golf Club could not be moved. It was not bound by Title IX 
regulations, nor could legal action prevail on discriminatory grounds, so its private, member-
funded club continued on, business as usual.  
The second-class treatment and discrimination female sport journalists experience is not 
new to the journalism profession, nor is the type and amount of coverage women receive. It has 
been an ongoing issue in other news coverage areas such as war, crime, and politics. More 
women than ever before began putting down roots in the journalism profession following World 
War I, but received unequal treatment from that of male journalists and were most always looked 
over when elite jobs such as covering government or crime became available (Bostic, 2006). The 
idea of men covering men’s stories and women covering women’s stories permeated from the 
broad confines of news journalism into the more specific area of sport journalism (Chambers et 
al., 2004).When Tom Brokaw announced his retirement plans in 2002, discussions immediately 
began about who would replace the longtime NBC Nightly News anchor.  
Chambers et al. (2004) contend that anchor positions on network evening newscasts 
remain out of reach for women. The person hired to fill Brokaw’s important slot was 
automatically thought to be a man, someone the country can depend on in times of crises or war 
(Chambers et al., 2004). A The New York Times story described Brokaw’s position as a throne in 
a story discussing his replacement, Brian Williams (Chambers et al., 2004). Women are 
anchoring morning news shows and are becoming correspondents for major news networks in 
   38
greater numbers and even receiving more assignments in the elite areas of coverage, but 
women working as journalists on the political scene continue to experience extreme bias (Bostic, 
2006). Male journalists receive a disproportionate amount of assignments compared with the 
amount female journalists covering the same areas receive. Femininity exists in its purest form 
for female politicians (Bostic, 2009).  
Just as women in sport are so delicately treated and portrayed as women before being 
portrayed as athletes, the female politician’s role as mother and wife overshadow that of any 
Governor or Senator title she might hold. The coverage of female politicians usually involves 
repeated references to personal facts (i.e. name of husband, number of children) that will 
reinforce the societal expectations of femininity. As is demonstrated in some instances in sport, 
female politicians are often referenced by their first names, while men are not (Gill, 2007), 
promoting, as suggested by Chambers et al. (2004), a sexism type of reporting. A continued use 
of female reference in sport encourages gendering in sport. For example, the women’s teams at 
the University of Tennessee are the referred to as the Lady Volunteers, not just the Volunteers as 
the men’s teams at the school are known. Staurowsky (2002) suggests these occurrences serve as 
a reminder of the division by gender difference.  
Femininity on the Job 
In 2010, controversy involving sexual harassment allegations toward a female sport 
media member revolved around the NFL’s New York Jets. Sport reporter Inez Sainz of TV 
Azteca in Mexico was present in the Jet’s locker room following a game, as were many other 
male and female reporters, to do their jobs of conducting interviews with Jet’s team members 
(Quackenbush, 2011). Following the interviews, Sainz made allegations of sexual harassment, 
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claiming she was harassed by players in the locker room. The reporter did not receive 
sympathy from all female sport journalists. The Sainz situation was different from most alleged 
sexual harassment incidents by females in male locker rooms. Sainz was admittedly 
uncomfortable being heckled by Jet’s players while doing her interviews; however, advocates for 
the equal treatment of women in the workplace questioned Sainz’s accountability in the incident, 
indicating she may have flaunted her sexuality by the provocative clothing she wore into the 
locker room, which consisted of a black mini-dress and black stiletto high-heeled shoes 
(Quackenbush, 2011).  
In 1990, then Boston Herald sports reporter Lisa Olson was sexually harassed by New 
England Patriot’s team members in a locker room incident that left a lasting impression not only 
on Olson, but also on the women that would follow in her footsteps (Disch & Kane, 1996). In 
both the situation of Sainz and of Olson, there were allegations of sexual harassment; however, 
some women in sport journalism believe the Olson and Sainz incidents to be far removed from 
each other for one overarching reason: Olson acted and dressed both professionally and 
appropriately, leaving no issue of blame on her part whereas, on more than one occasion, Sainz 
was known to have dressed in somewhat suggestive clothing when she was to be doing her job 
(Quackenbush, 2011). Sainz had previously been observed at a Jet’s practice wearing tight-fitting 
jeans and tight-fitting shirt and Jet’s players were seen throwing footballs, purportedly to land 
near her so their sexual innuendos were within earshot of where Sainz was standing.  
Hegner (2010) emphasized the importance of appropriate, professional dress for women 
working in sport journalism, leaving no room for anyone to question their credibility as female 
sport reporters based on the way they dressed. Hardin and Shain (2006) reported female sport 
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journalists, more so in younger generations, to not be so accepting of women who use their 
“pretty faces” (p. 330) to gain an advantage in their careers. The researchers suggested some 
women choose to work in sport journalism for the wrong reasons (i.e. to meet athletes, to be seen 
on television) instead of choosing to work in the profession for the right reasons (i.e. love of 
journalism, love of sport). Not only do these women take jobs away from the ones who prepare 
themselves to work in the sport industry, but they also damage the credibility of these women.  
Pretty Faces 
Sarah Palfrey Cooke was the first female sportscaster to go on-air in a brief appearance in 
1948, but it wasn’t until 1978 that a female sportscaster would receive significant television time. 
Jane Chastain was credited as being the first sport reporter broadcast nationally when she was 
hired as CBS’s sideline reporter in 1974. In the years that followed, networks began to more 
frequently hire females as on-air talent and thrust them in front of national audiences and mostly-
male sport viewers. In 1977, in order to maintain its broadcasting rights, CBS created and began 
assigning women to “hostess” (p. 140) roles. Former Miss America Phyllis George became a 
hostess when, after she was hired to replace Chastain as CBS’s sideline reporter, she became the 
first female co-host of The NFL Today television program. 
Former Playboy model Jane Kennedy was hired by CBS, also in 1977 (Creedon, 1994). 
Thus began a parade of pretty faces. George and Kennedy may have been two of the first female 
sportscasters notably hired “for the sake of the body” (Creedon, 1994, p. 113), but they weren’t 
the last. Most sport-affiliated broadcast networks employ at least one female sportscaster (i.e. 
ESPN, SEC Network) and all major networks (i.e. NBC, CBS) have women in sport reporting 
roles on the sidelines or on the court in the two highest revenue-generating sports, football and 
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basketball (Brennan, 2004). Many of these women are qualified for their positions, are good 
journalists, are knowledgeable about sport, and are working in the sport industry for the right 
reasons (i.e. love of their job). 
Female sport journalists are intolerant of women with no sport or journalism experience 
who are hired to fill jobs for the wrong reasons, indicating their strong disdain in saying these 
women “give the rest of us a bad name” (Hardin & Shain, 2006, p. 330). Lisa Guerrero, sideline 
reporter for Monday Night Football has been accused of “flaunting her hyper-femininity for the 
cameras” (Hardin & Shain, 2006, p. 330). One female sport journalist interviewed for their study 
said, “…it’s like even now, the profession is being staffed with Playboy bunnies…there’s a gap 
within the gender: are you a real journalist or are you a Playboy Bunny?” (p. 330) Women in the 
sport industry who parade their sexuality and use the attention given them for their attractiveness 
make it difficult for those trying to discern genuine sport journalists from this group of women.  
Femininity has been at the source of sexual harassment for women working in the sport 
media. ESPN sportscaster Erin Andrews was videotaped through a peephole in her hotel room by 
an obsessed male fan. She was stalked and sexually harassed by the individual to the point of 
emotional duress. Andrews took legal action and the man was convicted of interstate stalking 
and sentenced to 30 months in prison (“Andrews Stalker,” 2010). Hannah Storm, also a 
sportscaster for ESPN, was sexually harassed at her place of employment by one of her own 
colleagues. 
 Long-time sportswriter for The Washington Post and fellow ESPN sportscaster, Tony 
Kornheiser, while broadcasting live on his radio show, described Storm’s wardrobe choice for 
that day in detail to his listeners: “Hannah Storm is in a horrifying, horrifying outfit today. She's 
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got on red go-go boots and a Catholic school plaid skirt...way too short for somebody in her 
40s or maybe early 50s by now…” (Shea, 2010, ¶ 3), inferring to listeners that her clothing was 
snug-fitting and was not appropriate for someone of Storm’s age to be wearing. ESPN suspended 
Kornheiser for two weeks and he eventually apologized to Storm. The apology which came not 
in person, but over the phone, did not undo the image of another woman in sport envisioned to 
the public as a sex object.  
ESPN sportscaster Chris Berman said of his employer, “…we don’t have many ego 
problems. Women can prosper and be noticed. At other networks…the ceiling isn’t as high” 
(Salter, 1996, p. 143). The ceiling Berman is referring to is the “glass ceiling,” a discriminatory 
practice closely associated with sexism; one many researchers believe to be the reason for the 
lack of women in traditionally male-dominated professions. The U.S. Department of Labor 
defines the glass ceiling as “any artificial, attitudinal, or organizational biases that prevent 
women or ethnic minorities from advancing into upper-level management positions and 
obstructing these groups from getting or receiving assignments that may lead to increasing 
expertise and credibility, which could lead to promotion.” 
Glass Barriers 
Running into glass in several directions provides for an invisible and consistent barrier in 
the realm of employment for minorities and is experienced by these groups in many professions, 
but perhaps more noticeable in those that are typically dominated by the male gender. This 
invisible limitation can be felt by females in the sport media profession and can, as Cikara and 
Fiske (2009) suggest, hinder and/or halt vertical advancement and promotional opportunities). 
Smucker, Whisenant, and Pederson (2004) found in a study of female sport journalists that, in 
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the majority of participants, even though job satisfaction was found in their work, the area 
these women were least unhappy with was their opportunities for advancement, indicating the 
only chance they would have for promotion or for more substantial movement in their careers 
would be to change companies.  
Oftentimes, overall assumptions and generalizations are made about the progress being 
made toward gender equality. This is particularly evident in the political realm, an environment 
in which a successful woman receives a greater degree of visibility and notoriety than the 
average woman receives. Female politicians such as Secretary of State Hillary Rodham-Clinton, 
former Speaker of the House Nancy Pelosi and former Vice Presidential candidate Sara Palin 
have been referenced in the same sentence with “broken through,” “cracked,” or “shattered” the 
glass ceiling. These women have risen to high-level positions, but are not ambassadors for 
women working in traditionally male-dominated careers. For example and in reality, women 
comprise only 16% of the House of Representatives, nowhere near a majority representation by 
women in that body of politicians (Schmitt, Spoor, Danahar, & Branscombe, 2009). There has 
been only one female Secretary of State (Hillary Rodham-Clinton) and two female Vice 
Presidential hopefuls (Geraldine Ferraro and Sarah Palin) that have made it to national candidacy 
in U.S. history. Evidence of a few “token women” (Schmitt et al., 2010, p. 50) is not evidence of 
gender equality or dissolution of the glass ceiling.  
Koppett (1994) wrote that women in sport journalism lack “precisely the macho mystique 
that made so many boys sports fans in the first place, and that the middle-aged professionals in 
the field still cherish, but the obstacles are entirely…manmade, and they are crumbling” (p. 210). 
That was and is not the case as the obstacles have not crumbled. Little has changed for women in 
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the last 30 years, in part because of the reliance on the male management model, which has 
continued to keep women out of leadership positions. Rush (2004) and Byerly (2006) reported 
men as having almost total control of media industries, with women holding only 14 top 
positions among the top six media organizations in the country. 
The Benchmarking Women’s Leadership Report (2009), commissioned by the White 
House Project (WHP), indicated that, in the U.S. as a whole, women account for 18% of the 
nation's top leaders and, in journalism, women fill just 22% of top management positions. 
Interestingly, with the relatively small percentages of women in management positions and, 
specifically in journalism, 82% of those surveyed indicated they would be comfortable having 
women in leadership positions. Similar findings were indicated with the governing body of The 
Olympic Games, the International Olympic Committee (IOC). Though women represent 48% of 
Olympic competitors, only 15% of the IOC’s officers are females. 
Instances of gender discrimination in compensation and employment in professional sport 
were noted in the report commissioned by the WHP. The document listed the tennis to be the 
professional sport in which a female athlete comes closest in earnings to that of a male athlete in 
the same sport, with top breadwinner Roger Federer still earning a surplus of $9 million over the 
total compensation of Maria Sharapova. Another finding of the report was that even though six 
of the 13 professional women’s basketball teams have male coaches, none of the professional 
men’s basketball teams have female coaches (WHP, 2009).  
Women entering the sport media profession have no guarantee of eventual promotion into 
management positions. Bulkeley and Nicholson (2008) suggested the uncertainty of these 
opportunities in media organizations given the news industry’s male-dominated culture and poor 
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promotion and retention records involving women. Another factor that may contribute to the 
glass ceiling effect is the issue of mid-career leaves for female sport journalists. Female sport 
journalists are often forced to choose between their careers and their families when they take 
leave from their careers to care for a child. The social structure of sport is such that this may 
become an obstacle for women as they pursue possible executive and management positions in 
media organizations (Petty, 2009).  
The Equal Pay Act of 1963 requires that women be paid equally for doing the same work 
as men. Regardless, women are typically compensated less than men in most professions. This 
holds true in the highest-level jobs in the news media (Poindexter et al., 2008). Ironically, as 
more female sport media members are being recognized for their work, the median salaries of the 
traditional sport (print) journalists are decreasing (Fuller, 2006). Title VII of the Civil Rights Act 
of 1964, made it illegal for employers to discriminate based on race, color, religion, sex, or 
national origin. In 1970, 46 female employees filed a lawsuit against Newsweek, with allegations 
of gender discrimination. These women were the first individuals to take legal action against an 
employer, using Title VII as grounds for litigation.  
Female journalists were underrepresented at the magazine and appeared to be treated 
unequally in relation to opportunities. At Newsweek, a woman’s name was found in only one 
byline, with the 49 others belonging to men (James, 2010). Almost 40 years later, women were 
still deprived of equal representation at the publication. In 2009, women had six cover stories 
published, while men’s stories made the cover 43 times. Attorney and civil rights activist Eleanor 
Holmes Norton agreed to represent the women in court. Newsweek was given the opportunity to 
   46
provide a more gender-friendly workplace by devising its own internal plan to incorporate 
women into the newsroom (James, 2010). 
Hardin and Shain (2005) examined female sport journalists with the intent of 
understanding why, if women experienced obstacles that could cause job dissatisfaction (i.e. 
harassment, discrimination), did they choose to stay in their jobs. These women, though some 
having experienced areas of job dissatisfaction in the workplace, indicated an overall satisfaction 
in their jobs, citing a love for sports journalism and the fulfillment that comes along with doing 
the job as the main reasons for continuing in the profession (Hardin & Shain, 2005). Female 
sport media professionals are learning to survive and striving for equality in the industry, not 
asking for better treatment, but equal treatment. Females in sport journalism have to maintain a 
mental toughness to sustain their fight for a legitimate place in sports departments. The locker-
room mentality that thrives in many newspaper and television sports departments makes them as 
unwelcoming to women as many university athletic departments (Lenskyj, 2003). Women may 
experience areas of discrimination in their jobs; however; there are factors of job satisfaction that 
contribute to or at least counteract the oppressive ones.  
Job Satisfaction 
Several scholars have stressed the importance of an employee’s perspective toward a job 
as it relates to their job satisfaction level (e.g. Heyle, 2007; Kaltenbaugh, 2008; Spector, 2007). 
McChesney (2005) suggests positive emotion would result in job satisfaction, as needs of the 
employee are met. Smucker, Whisenant, and Pedersen (2003) are similar in their thought on job 
satisfaction, as the researchers posit job satisfaction to be a result of employee emotions, based 
on their perception of their job and the way it makes them feel. Perception is also key in Locke 
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and Latham’s (1990) approach to job satisfaction in that job satisfaction is based on whether 
an employee looks at his or her job in a favorable light. Chelladurai (2006) suggested job 
satisfaction in the sense of an employee’s attitude toward his or her job, as it is affected by how 
the employee views his or her work.  
Needs being fulfilled, expectations being met, and values being reinforced may all 
represent job satisfaction to an employee. Equity of how one is treated is another underlying 
factor (Kreitner & Kinicki, 2004). Definitions for job satisfaction may vary by person or by time, 
but all definitions have one thing in common, the employee. Job satisfaction became a topic of 
interest in the late 1920s and became a more closely examined idea with its possible relationship 
with job performance in the early 1930s. Researchers in the 1930s began, in a more significant 
manner, to examine the connection between job performance and job satisfaction (Lawler & 
Porter, 1967). It was during the Human Relations Movement, a time period concerned with 
understanding behavior, interpersonal relationships, and job satisfaction that the human relations 
theory emerged, establishing a relationship between job performance and job satisfaction (Petty, 
McGee, & Cavendar, 1984). The 1940s and 1950s yielded little pertinent information on job 
satisfaction. Therefore, Brayfield and Crockett (1955) were credited with much of the literature 
pertaining to job satisfaction and its relationship with job performance during the time period 
following the Human Relations Movement; not because they were experts in the field, but 
because there were few studies to prove otherwise (Judge, Thoresen, Bono, & Patton, 2001).  
Brayfield and Crockett (1955) found a positive relationship between an individual’s 
attitude and his or her job performance. It was commonplace for researchers during that time 
period to make the assumption that job performance and job satisfaction shared a correlation, 
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even though there was insufficient statistical evidence to support the claim (Judge et al., 
2001). Vroom (1964) and Locke (1976) used this lack of consistent findings to denounce the 
human relations theory of job satisfaction. Locke focused his research, instead on the 
relationship aspect of job satisfaction, on the possible causes of it, concluding the construct to be 
attitudinally-based, implying in theory that an individual will continue to work in a job in which 
he or she feels a significant level of job satisfaction and in turn, will act in an opposite manner 
when the job is found to no longer meet his or affective needs. Organizations that are able to 
identify and understand factors that affect employee job satisfaction can, when this information 
is used wisely, develop mutually-beneficial relationships with its employees, thus providing a 
competitive advantage over other organizations. Job satisfaction begins as a process, with the 
source of the process being a motivated employee. Seemingly, an employee void of motivation 
would tend to lack effort and subsequently, have a change in job satisfaction level.  
Motivational Theory 
Motivation is simply the force behind an individual’s actions (Herzberg, 1959). Logically 
and generally, an individual tries to do the best job possible, putting forth his or her best effort to 
complete an assigned task (Honore, 2009). This may not occur if motivation is not present. 
Regardless of what would seem to be natural, monetary gain as incentive is not always the 
reward individuals prefer in exchange for their efforts. Lawler (1973) believes motivation to be 
but one factor in the job satisfaction process; that without the ability to perform a task, 
motivation becomes of little importance. Numerous concepts exist on the role motivation plays 
in the job satisfaction process, with most scholars employing a cognitive approach to develop 
   49
their respective theories (e.g., Adams, 1963; Deci & Ryan, 1985; Herzberg, 1959; Porter & 
Lawler, 1968; Vroom, 1964). A couple of these cognitive-based theories will be discussed here.  
Porter and Lawler (1968) developed a motivational theory model demonstrating job 
satisfaction in its role as an interactive function of effort, role perception, and ability. The 
motivation and results processes are the focus as individuals work to satisfy their needs (Seybolt 
& Pavett, 1979). Components of the model are value of reward, perceived effort-reward 
probability, efforts, abilities and traits, role perception, performance, rewards, perceived 
equitable rewards, and satisfaction (Porter & Lawler, 1968). Based on the assumption that 
individuals increase their performance based on perceived equity of a reward, the researchers 
concluded that an individual’s motivation to complete a task is affected not only by perception of 
the task, but also by the feelings associated with completing the task (Porter & Lawler, 1968).  
Herzberg’s Two-factor theory 
Herzberg's (1959) two-factor, or motivator-hygiene, theory emphasizes two main 
components, the motivators and the hygiene factors (Wilson, 2005). Motivators, also known as 
satisfiers, such as goal fulfillment and feelings of challenge and promotion are related to the job 
itself. These intrinsic factors can be internalized and affect job satisfaction. Hygiene factors, or 
dissatisfiers, of Herzberg’s theory are tangible and can usually be changed (i.e. compensation, a 
constant in an employee’s work environment). While the model holds that intrinsic factors are 
determinates of job satisfaction and extrinsic factors are predictors of job dissatisfaction, 
Herzberg does not define these factors as opposites, but unrelated. The researcher proposed, 
through his two-factor theory that intrinsic factors such as achievement, recognition, the work 
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itself, responsibility, and advancement are involved in long-term job satisfaction. The extrinsic 
factors were only associated with short-term changes in job performance.  
Reinardy (2007) used Herzberg’s two-factor theory to examine issues that may have 
influenced job satisfaction among sport editors. The results indicated a significant correlation 
between the editors’ perception of support from their respective organizations and job 
satisfaction. The researcher noticed a conflict existed in the perception of study participants. 
Participant editors viewed organizational support through different eyes in the same study. Some 
indicated the construct as a tangible item and others thought it less tangible that such a reward 
could be given, if merited. Buxton, Lankford, and Giek (1992) examined preferences in 
motivational factors of certified athletic trainers by use of an instrument developed from 
Herzberg’s two-factor theory. The study found three extrinsic factors; good benefits and wages, 
good working conditions, and getting along with others to be the most important motivators for 
the athletic trainers. Consistency with Herzberg’s theory was established as the extrinsic needs of 
the athletic trainers were met and dissatisfaction was not present. When given motivators were 
satisfied, the environment became one of growth and development (Buxton et al., 1992).  
Herzberg’s two-factor theory is similar to Deci and Ryan’s (1985) self-determination 
theory in that it shares many of the same job satisfaction variables (i.e. intrinsic, extrinsic), as 
well as attributing the time factor to motivation as well. The majority of motivational scholars 
take a cognitive approach to theory. Deci and Ryan (1985), however, center in on a different 
focus. Herzberg discussed the role self-determination plays in motivation. Employees who 
perform tasks for self-determined reasons show a higher level of job satisfaction than those who 
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do their jobs simply for anticipated reward. An increased level of job satisfaction leads 
employees to take a greater interest in their organization (Gagné´ & Koestner, 2002).  
Hall, Bowers, and Martin (2010) stress the importance of a sport organization’s need to 
be cognizant of its employee’s needs. It should be prepared, as a result of identification of those 
needs, to develop programs to both enhance and increase job satisfaction. Since the perfect 
economic conditions and work environment do not exist, the ways and extent to which 
organizations are able to meet the needs of its employees, thus increasing motivation and job 
satisfaction, are of extreme importance. The employee’s perception and response will determine 
the stability of their working relationship and, in turn, the efficiency of the organization (Hall, 
Bowers, & Martin, 2010).  
Self-determination Theory 
Deci and Ryan (1985) base their self-determination theory on a motivational premise, 
finding all behavior to be the result of some form of motivation. Self-determination theory 
emphasizes the importance of an individual’s own free will in both the internalization process 
and the manner in which he or she deals with extrinsic factors (Deci & Ryan, 1985). The 
researchers incorporated a time factor, indicating the possibility that, over a span of time, an 
individual may shift their motivational focus from internal to extrinsic. Self-determination theory 
holds that social conditions can have either a positive or negative influence on individual job 
motivation.  
Deci and Ryan include intrinsic reasoning, as was also referenced in Herzberg’s two-
factor theory (1959), which infers the motivation of an employee to complete a task because he 
or she wants to do so, for reasons such as enjoyment of or interest in the task, with no 
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anticipation of reward (i.e. money, vacation time). Self-determination theory classifies 
motivation into three levels: intrinsic-, extrinsic- and a-motivation (Deci & Ryan, 1985). At one 
end of the self-determination range, an internalization process may occur, which involves an 
individual taking an externally regulated process (i.e. reward, punishment) and making it their 
own, while, at the other end of the spectrum, external regulation, a motivation which involves an 
individual completing a task either in anticipation of a tangible outcome (i.e. paycheck) or to 
avoid a given outcome, may take place.  
Deci and Ryan (1985) discuss degrees of self-determination, conceptualized by the extent 
of measures an individual takes in the internalization process as he or she seeks to include a 
certain value as part of his or her ethical standards. The degree of internalization an individual 
experiences may play a role in extrinsic motivation (Gagné et al., 2010). Employees who engage 
in their work for extrinsic reasons (i.e. salary, to avoid being fired) are not self-determined and 
have not internalized the value for their work (Ryan & Deci, 2000). According to self-
determination theory, introjected, regulated behaviors are considered to be only minimally self-
determined and are performed because an individual feels he or she “should” perform the tasks 
(Lam & Gurland, 2008, p. 2). In other words, an individual may complete a task because of an 
abiding feeling of obligation to do so. Introjected motivation takes place in high-pressured 
situations, those in which an individual has a limited degree of personal control.  
An individual using introjected reasoning performs his or her job to avoid personal 
feelings of guilt, shame, or low self-esteem (Steign & Ruijter, 2010). In self-determination 
theory, extrinsic factors of motivation are distinguishable among themselves only by the degree 
of autonomy involved (Deci & Ryan, 1985). Autonomous regulation takes place when an 
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individual takes on, or accepts, a value as his or her own. Similarly, individual belief systems 
aid in the process known as identified regulation, as an individual uses his or her established 
belief and values in its understanding of a situation.  
Title IX 
Title IX is almost synonymous with women in sport, but perhaps not so much with 
women in the sport media. The legislation’s history began with no mention of the word “sport.” 
It may now be the building block upon which women in sport, and with the ripple effect, women 
in the sport media profession now stand, but it began in 1970 with a University of Maryland 
employee named Bernice Sandler. The law came to be as a result of Sandler’s fight against 
gender discrimination in the workplace. Title IX of the Patsy T. Mink Equal Opportunity in 
Education Act of 1972 was signed into law by President Richard Nixon in an effort to increase 
educational opportunities for females (Acosta & Carpenter, 2010). The Act prohibits any 
federally funded institution from discriminating on the basis of sex (Salter, 1996). The Civil 
Rights Act of 1964 was to provide legal protection against discrimination on the basis of race, 
color, or natural origin, but not on the basis of sex. Finding this to be the case, Sandler joined 
forces with the Women’s Equity Action League (WEAL) and in 1970, with the help of Oregon’s 
member to the House of Representatives, Edith Green, Title IX was proposed.  
With the intent to end sexual discrimination in the workplace (American Association of 
University Women (AAUW), 2011), Sandler’s proposal was accepted and passed into law. 
Overseen by the Office of Civil Rights (OCR), the law was not fully enforceable in high schools 
and colleges until 1978. Even though Title IX was officially recognized as law in 1972, it would 
take years before the legislation would overcome the roadblocks that seemed to meet it at every 
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turn. Different levels of school systems were notified and given different times to come into 
compliance with Title IX regulations. Elementary schools were given until 1976 and secondary 
and higher educational institutions were given until 1978.  
One more thing stood in the way; this coming after the years set for enforcement of the 
statute. The government would be the next stop before Title IX would finally be settled and 
enforceable as interpreted. The Department of Health, Education, and Welfare (HEW) expressed 
concern with the wording of Title IX. Its main apprehension was how this new law would affect 
men’s athletics programs. Under the direction of President Richard Nixon, the Department of 
HEW began examining ways to limit the influence of Title IX on revenue-producing sports, with 
one senator trying to exempt these sports from Title IX compliance. Once rejected, another 
senator pressed the matter, implying the urgency in making provisions for certain sports. The 
senator’s suggested addendum passed and, in 1975, the three-prong test for Title IX compliance 
was born. This addendum to policy interpretation did not go into effect until 1979 (Salter, 1996), 
again extending the already stretched-out timeframe for Title IX compliance. 
Two misconceptions about Title IX are that it was implemented solely to increase 
participation of females in sport and that it only affects federally funded institutions. Increased 
participation of females in sport is a result, in most cases, but not the only reason for its 
existence. In fact, Title IX can be enforceable in organizations that are non-school related such as 
city co-educational recreation programs (Acosta & Carpenter, 2010). However, same-sex social 
organizations, such as fraternities and sororities and sex-specific youth clubs such as the Boy 
Scouts of America are not held to the requirements of Title IX.  
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A federally-funded institution is required, under Title IX, to not only provide equal 
opportunities for men and women in athletic competition and maintain schedules that are 
indicative of their level of competitiveness, but the institution is also held to a stringent three-
prong test in which at least one requirement must be met to achieve Title IX compliance 
(Department of Education, [DOE], 2011). On the first point, equal opportunities for participation 
for males and females must be “substantially proportionate” to the school’s undergraduate 
enrollment. This first requirement is based solely on the ratio of the male to female population of 
the undergraduate student body and is on an individual school-by-school basis since all schools 
do not have the same enrollment. 
Prong two of the test for Title IX compliance requires an institution to be consistently 
making an effort in providing for and expanding opportunities for the underrepresented sex. This 
second requirement does not designate the female population to be the underrepresented sex; 
however, this is typically the case. The final prong of the three-prong test that an institution may 
use for Title IX compliance entails complete accommodation of the underrepresented sex. This 
requirement is met regardless of proportionality as long as the interests and abilities of the 
female undergraduate population are met (DOE, 2011). A Policy Interpretations document 
including the three-prong test requirements was included with Title IX in 1979 (Acosta & 
Carpenter, 2010). The OCR sent a Clarification to an Intercollegiate Athletics Policy Guidance 
addendum in 1996 and again in 2005, but later recalled the 2005 clarifications (DOE, 2011). 
Lawsuits have been argued, won, and then overturned based on Title IX interpretation and 
jurisdiction. 
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A particularly well-known case among those familiar with the chronology of Title IX 
is Grove v. Bell (1984). The case evolved from a Title IX interpretation dispute, involving 
compliance and jurisdiction. As part of the monitoring process, the DOE requests a Title IX 
compliance report from all federally funded schools at any time. In 1978, the DOE made it a 
requirement for all federally funded schools to sign a compliance report, which by doing so 
implies the school is in compliance with Title IX (Acosta & Carpenter, 2010). Most institutions 
submitted the compliance report to the DOE, regardless of whether they were in compliance. 
Grove City College refused to do as the DOE asked, contending that as a private institution not 
in receipt of federal funding, it was not required to be in compliance with Title IX, nor was it 
required to adhere to Title IX guidelines. The school believed it was not legally obligated to 
produce the report. The school itself did not receive direct federal funding; however, several of 
the college’s students received Basic Educational Opportunity Grants (BEOGs), a form of 
federally-funded financial aid based on need under the DOE’s Alternative Disbursement System 
(ADS) which was administered by the U.S. Secretary of Education.  
When the school refused to produce the report, the DOE ordered immediate termination 
of the students’ BEOGs and began administrative proceedings against the college. Several 
students filed a civil suit, collectively, under the name “Grove City College,” against the 
Secretary of Education. Grounds of the litigation hinged on the classification of a college for 
Title IX purposes. The school itself was a private institution that was not federally funded for its 
operation, but in question was whether it was considered federally funded and required to 
comply with Title IX regulations since it was indirectly the recipient of federal funds by way of 
payment from the students’ BEOGs. The DOE argued that since the school did receive federal 
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funding, though indirectly through the students’ financial aid, they were financially funded by 
federal monies and were to be held to the same standards as other federally funded institutions. 
Initially, the court ruled in favor of the students, indicating that the funding from the BEOG’s 
was not intended for athletics programs. The district and appellate courts continued to uphold the 
lower court’s decision when the DOE tried to have the ruling overturned. 
Following the Civil Rights Restoration Act of 1987 in which Congress gave the OCR 
complete authority to rule in all cases involving Title IX at National Collegiate Athletic 
Association (NCAA) institutions, the U.S. Supreme Court overturned the previous decision in 
Grove, holding that Title IX is applicable to all aspects of federal funding, regardless of where it 
is applied (Setty, 1999). Congress passed the Equity in Athletics Disclosure Act (EADA) in 
1994, requiring all higher educational institutions administering any form of financial programs 
to or for its students, to provide an annual report on their gender equity practices (NCAA, 2011). 
The U.S. Supreme Court’s ruling in Grove prompted many schools, perhaps feeling threatened 
by the possibility of outside interference from the OCR, to relinquish funding to its female 
student-athletes, including in the form of scholarships. In some cases, women’s teams were cut 
altogether. 
In Cohen v. Brown University (1996), the plaintiff alleged discriminatory behavior in the 
university’s athletics funds distribution process. Brown, citing budgetary issues, announced four 
sports at the school would be cut, two men’s sports and two women’s sports. The sports would 
still be able to compete at the intercollegiate level, but would not receive funding to do so 
(Salter, 1996). Several members from the women’s teams filed a class action lawsuit against the 
university. The trial court issued an order to have the two women’s sports reinstated. Brown 
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appealed, arguing that it was in compliance with Title IX because it met two of the three 
requirements of the three-prong test established in Bell.  
Brown claimed to meet the proportionality rule of the three-prong test by providing a 
significant number of women’s sports teams. The school used the interest of its students in its 
sports programs as its guide in determining the distribution of its athletics funds, justifying that 
since the needs of the male students were not fully met, the needs of the female students did not 
have to be fully met. Brown indicated this reasoning as a means of meeting a requirement of the 
prong test. The court found these claims to be unfounded and gave Brown 120 days to devise a 
plan for Title IX compliance. Its failure to present the court with a successful plan for Title IX 
compliance resulted in a ruling in favor of the plaintiffs (Salter, 1996).  
The judge gave Brown three options: to cut all its athletics programs, to significantly 
increase the number of female athletes, or to reduce the number of men’s athletics programs. 
Brown sent a proposal to the judge who gave the school the ultimatum in the case, offering to cut 
men’s athletics’ programs and offer women more athletics opportunities through participation in 
junior varsity teams. The court rejected the offer and the school went back to the drawing board 
(Salter, 1996). 
In Cook v. Colgate (1993), former members of the Colgate University ice hockey club 
teams brought litigation against the university, not because of the lack of opportunities for 
women, but because of the disproportionate amount of funding given to women’s athletics as 
compared to men’s athletics (Salter, 1996). Colgate was found to be in violation of Title IX and 
directed to correct the situation. This was the first case of its kind, based on the unequal budgets 
of male and female athletics divisions. Subsequently, it was found that there were enough female 
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ice hockey team members to warrant varsity team status, but there were already enough 
NCAA women’s athletics teams at the university that adding the women’s ice hockey team at 
Colgate was not needed to bring the school to compliance under Title IX (Salter, 2006). 
As is evidenced in some of the Title IX court cases and original decisions, the 
amendment has oftentimes been misunderstood by individuals, including officials at federally-
funded institutions, does not just cover sport participation, but other areas as well. Title IX was 
not implemented simply to guarantee women have the same number of teams at member 
institutions as men had, nor does Title IX require all three requirements of, what is known as the 
three-prong test, be met for an institution to be in Title IX compliance. Title IX does not require 
for equal numbers of participation based on the size of all NCAA member schools. It is on an 
individual school-by-school basis, depending solely on requirements of the three-prong test, 
established in 1975 by the HEW committee appointed by President Richard Nixon.  
Title IX is frequently misunderstood on the things it does cover. The amendment requires 
fair and equal treatment in the areas of participation for both men and women, but it also calls for 
fair and equal treatment in areas of funding for equipment and travel, as well as in compensation 
for coaches and accommodations for game times in both men and women’s sports. Allowing for 
complete governance by the OCR, as was the decision in the Supreme Court ruling in Bell was a 
step toward understanding for those involved in compliance and interpretation of Title IX (Bell, 
1992). 
The majority of Title IX coverage focuses on the male domination in most areas of sport. 
Statistic after statistic is often cited, making note of how women lag behind men in many areas 
of sport. This being said, it is surprising that, in 1902, the first women’s college basketball game, 
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played at Smith College, was not open to male spectators (NCAA, 2008). The game at Smith 
College was the first unofficial women’s college basketball game on record, but women’s sports 
were not officially recognized as part of NCAA athletics until 1981. Title IX has played a role in 
the increased interest, participation, and employment of females in sport. Opportunities at the 
intercollegiate level have been affected by Title IX in all three of these ways. 
The 2005-2006 NCAA Gender Equity Report (GER), a report on gender compliance 
practices of its member schools, showed an increase in female participation in sport since the 
inception of Title IX (NCAA, 2008). Women’s’ athletics teams saw an increase in numbers, as 
has the average number of men and women sport participants per school. On average, member 
institutions have 285 male sport participants and 210 female sport participants. The GER detailed 
comparisons by both gender and sport and, when broken down by sport, basketball was the most 
equitable intercollegiate sport on paper in the number of male and female participants.  
Compensation 
Compensation is a topic included in gender equity discussions and an area outlined in the 
GER. The report indicates discrepancies in most employment areas of intercollegiate sport, but 
most significantly in the compensation of male and female head coaches. Salaries among head 
coaches of men’s and women’s sports teams coaching the same sports just in the different gender 
(i.e. male head coaches of men’s hockey teams, female head coaches of women’s hockey teams) 
are highly disproportionate. Both in basketball and ice hockey, head coaches of men’s teams, on 
average, earn more than head coaches of women’s teams. Head coaches of the men’s teams are 
most always men, while the head coaches of women’s teams are not always women (NCAA, 
2008).  
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Head male basketball coaches of men’s teams brought home an average annual salary of 
$409,000 compared to the $287,000 average annual salary earned by head coaches, men or 
women, of women’s basketball teams. Head coaches of men’s ice hockey teams made $203,000 
to the $95,000 averaged by head coaches of women’s ice hockey teams (NCAA, 2008). These 
are but two examples of the many outlined in the GER since the NCAA began publication of the 
report. The money being made in sport making it big business should make it no wonder the 
existence of a well-established relationship between those in sport and the media. 
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Chapter III: Methods 
Introduction to the Chapter 
This chapter details the methodology chosen for this research, that of an online survey. 
The development of Spector’s (1985) Job Satisfaction Scale and Gagné et al.’s (2010) 
Motivation at Work Scale are outlined, participant selection is discussed, as are the procedures 
involved in data collection. A detailed description of study participants, members of the AWSM 
organization, as well as the plan for data collection and the statistical analysis chosen to 
correspond to each of the four research questions are discussed.  
Purpose of the Study 
The purpose of this study is to determine the job satisfaction level of the female sport 
media professionals of the Association of Women in the Sports Media, as well as to examine 
career motivators to determine if these factors contribute to the members’ decision to stay in 
their current jobs, regardless of job satisfaction level. Demographic variables will be gathered 
through a questionnaire developed by the researcher to determine if job satisfaction is affected by 
certain demographic variables.  
Research Questions 
The following research questions were developed for this study: 
RQ1: What is the level of job satisfaction among AWSM members? 
RQ2: What factors contribute to the AWSM member’s decision to continue her career? 
RQ3a: What is the relationship between household structure and the level of job satisfaction 
among AWSM members? 
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RQ3b: What is the relationship between professional status and the level of job satisfaction 
among AWSM members? 
RQ3c: What is the relationship between age and the level of job satisfaction among AWSM 
members? 




Participants for the study were selected from the membership directory of the Association 
of Women in the Sports Media. The AWSM organization is a “volunteer-managed, 501(c) (3) 
nonprofit (group) founded in 1987 as a support network and advocacy group for women who 
work in sportswriting, editing, broadcast and production, and public and media relations” 
(AWSM, 2012). The researcher obtained permission from the AWSM president both to conduct 
the study and to access member email addresses from the online membership directory. The 
researchers obtained the membership directory, in the form of several Microsoft Excel 
spreadsheets, from an AWSM official, as well as from the online database to which the 
researcher was given permission to access (See Appendix A, all forms found in appendices). 
Approval to conduct the study was requested from the Institutional Review Board (IRB) at the 
University of Tennessee (UT) by submitting the appropriate form; in this case, Form A (see 
Appendix B), before proceeding to the data collection phase of the study. 
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Instrumentation 
 Characteristics of a job serving as possible predictors of job satisfaction are the basis for 
the Job Satisfaction Scale; however, it is not the content of the job itself, but to what degree the 
content of the job meets the intrinsic and extrinsic needs of the individual employee that 
determine his or her level of job satisfaction (Spector, 1985). Spector’s attitudinal-based 
definition of job satisfaction played a key role as he sought to find an instrument with which to 
measure the job satisfaction level of human services staff and to use those measurements for 
generalization of job satisfaction within that industry. Spector did not encounter a problem in 
finding existing instruments that measured levels of job satisfaction, but did have trouble finding 
one that would serve his purpose, for generalization of job satisfaction to a specific field, in his 
case, human services.  
Job Satisfaction Scale 
Spector (1985), in developing the Job Satisfaction Scale, looked to existing job 
satisfaction scales to determine if these instruments would be sufficient for his measurement 
purposes. He looked to these scales as a foundation upon which to develop the JSS. The Job 
Description Index ([JDI]), Smith, Kendall, & Hulin, 1969), and the Minnesota Satisfaction 
Questionnaire ([MSQ], Weiss, Dawis, England, & Lofquist, 1977), the two most commonly used 
job satisfaction scales (Russell et al. 2004), were assessed by Spector in the scale development 
process. The researcher concluded that if he wanted a scale that would measure the correlates he 
was so intent on measuring, as well as one that would measure these variables to the degree of 
his specifications, scale development was the only way to do so (Spector, 1997).  
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The Job Descriptive Index measures five areas of job satisfaction, whereas Spector 
wanted to include additional, more succinct areas of the job; in an effort to obtain a more 
definitive picture of what influenced job satisfaction levels of human services employees. 
Content, again was a factor in Spector’s decision when considering use of the MSQ. However, it 
was not the only factor; Length of the MSQ was one deterrent in Spector’s decision in not using 
this already-established scale. Spector also concluded the MSQ contained too many broad 
questions to accurately identify the exact job characteristics he proposed to measure (Spector, 
1997).  
Previous scales were found to cover broad, major areas of job satisfaction and Spector 
wanted to focus on very specific areas of the job when measuring job satisfaction of the human 
services staff. Spector (1985) found previous research, and therefore, existing instruments to be 
based on the process of job satisfaction, leaving out the very factors he wanted to examine: the 
underlying causes for the construct. Spector’s definition of job satisfaction honed in on his 
intentions with the addition of subscales, or facets as he termed them, components not found in 
pre-existing job satisfaction scales.  
Spector’s (1985) notion on job satisfaction is similar to that of Locke (1976), with the 
perceptual relationship an individual has toward the various aspects of a job affecting his or her 
level of satisfaction. The following variables: pay, promotion, supervision, fringe benefits, 
contingent rewards, operating conditions, coworkers, nature of work, and communication were 
areas Spector deemed important to employee job satisfaction and were areas he included in his 
Job Satisfaction Scale. Spector assessed the Job Satisfaction Scale to be an overall combination 
of all characteristics of a job. 
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Facets of the Job Satisfaction Scale. Pay, the amount of monetary compensation an 
employee receives in exchange for his or her services, is an essential part of an employment 
relationship (Belau, 1964; Simon, 1951); However, contrary to popular belief, it is not 
necessarily the best predictor of job satisfaction (Spector, 2007). In the first meta-analytic study 
on the relationship between pay and job satisfaction, Judge, Piccolo, Podsakoff, Shaw, and Rich 
(2010) suggested the relationship between pay and job satisfaction is not only modest, but also 
seems to be of increased importance only when a pay comparison was made. For instance, an 
individual could have a very high salary, but if he or she lacked a referent individual (i.e. one 
with which to compare), compensation had even less bearing on job satisfaction.  
Job success, as well as job satisfaction, of females in the workplace has been linked to 
mentoring relationships shared by female employees and managers (Riley & Wrench, 1985). 
Mentoring is a process in which a seasoned employee uses his or her knowledge to benefit a less 
experienced individual, with psychological and career guidance and, oftentimes, opportunities 
for career advancement (Kram, 1985). Babin and Boles (1996) noted the importance of 
supportive supervisors in the workplace, contending that employees perceiving a supportive 
network of managers generally had an increased level of job satisfaction. Ronan (1970) and 
Spector (1985) stressed the same importance when discussing an employee’s relationship with 
those in direct supervisory roles and their effect on job satisfaction level.  
Fringe benefits are those forms of compensation other than, and usually in addition to, an 
employee’s salary such as health, dental, and life insurance, retirement and savings plans, and 
paid leaves (i.e. vacation, sick days) (Artiz, 2010; Kaultenbaugh, 2008). Employers may use 
these benefits to remain competitive in obtaining, as well as retaining, quality and faithful 
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employees. Employee productivity and reduced turnover rates are products of increased levels 
of job satisfaction. Desirable fringe benefits have also been shown to have a positive effect on 
job satisfaction, but as is with pay, this is not always the case (Artiz, 2010).  
Contingent rewards are those based on employee performance. An employee may receive 
a monetary bonus or merit raise for achieving a milestone or for bringing in a large account. 
Contingent rewards may be in the form of annual raises, but are generally based on employee 
performance during a specified period of time. Employee handbooks often detail operating 
procedures specific to an organization and include things such as human resource policies, 
attendance policies, safety procedures, mission statements and contact information for key 
personnel. Adherence and enforcement to these policies can contribute to and ensure employee 
job satisfaction.   
Schneider (1987) stressed the importance of an employee’s coworkers, contending these 
individuals often hold the definitive role in the workplace. Brief and Wiess (2002) noted the 
positive connotation of interpersonal working relationships on job satisfaction and Ducharme 
and Martin (2000) added that the job satisfaction brought on by workplace relationships, such as 
those developed with coworkers, will often outweigh other stressors that would otherwise detract 
from job satisfaction. Hardin and Shain (2005) also found that female sport journalists had the 
opportunity to experience greater job satisfaction when provided with a diverse work 
environment. 
Spector (1997) suggests the nature of the work, the tasks associated with a job, can 
increase the interest and enjoyment of an employee, while also contributing to a sense of pride 
and fulfillment in the workplace. Working conditions and environment (i.e. long hours) can 
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influence an employee’s job satisfaction level. Extreme working conditions endured over an 
extended period of time can affect an employee’s physical or emotional health in a negative way 
(Llorente & Macias, 2005).  
The relationship with employees goes a long way in establishing efficiency within an 
organization (Rawlins, 2006). Communication with an employee at all levels within an 
organization is important and should not be a one-way conversation. In order for an organization 
to build mutually beneficial relationships; it needs to be a two-way process. Brooks (2007) found 
job satisfaction and goal setting (e.g. between a supervisor and a subordinate) to be the most 
effective forms of communication within an organization. Managers can develop and maintain a 
competitive edge over other organizations by working to develop mutually cooperative and 
trusting relationships among its own employees (Jones, 1997). 
The Job Satisfaction Scale was first used in the human services industry, but has since 
crossed over into many disciplines (Spector, 1997). For this study, the JSS will be used to 
measure the level of job satisfaction among female sport media professionals of the Association 
of Women in the Sport Media. Independent variables to be examined are pay, promotion, 
supervision, fringe benefits, contingent rewards, operating procedures, coworkers, nature of 
work, and communication, with the dependent variable being job satisfaction.  
Spector developed the Job Satisfaction Scale based on the characteristics he believed to 
be most important in a job as these would possibly relate to job satisfaction. Nine of the most 
important of these job characteristics, according to Spector’s perception, were listed, broken 
down into 36 statements; and then categorized into nine subscales, or facets, of job satisfaction. 
Each respective subscale is made up of four statements, each based on the contents of the job that 
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particular statement entails (Spector, 1985). A Likert-type rating scale, often used when 
summation of quantitative data is needed, was selected by Spector for the scoring of collected 
data. For each statement, there are six choices, ranging from 1 to 6 with each number having a 
correlating meaning: 1 = disagree very much and 6 = agree very much. Half of the statements on 
the scale were worded in a positive manner, with the remaining statements worded in a negative 
fashion (Spector, 1985). 
 JSS Scoring. Spector’s contention when developing the JSS was that the summated 
scores from the instrument’s nine subscales would give the best measure of employee job 
satisfaction based on individual job characteristics. The items of a Likert-type scale measure 
items that vary on a quantitative basis rather than on a qualitative one. and consists of only 
statements. The Job Satisfaction Scale can produce ten possible scores: the sum of each 
individual facet score from the four statements (for a total of nine scores) and the sum of all 
scores (for one additional score). Initially, the four statements from each of the nine facets were 
combined with their respective group. Several of JSS subscale items were scored in reverse order 
and were noted by Spector as such. The 36 statements are listed with a “+” or “-” indicating 
either a positive or negative connotation.  
A positive statement is indicative of job satisfaction and a negative statement indicates 
the opposite. Table 1 (all tables are found in Appendix C) displays the summated scoring system 
as developed by Spector. Spector (1997) suggested that without a positive or negative attachment 
to each statement, there would be no way to measure job satisfaction with the scale, as most 
individuals would be likely to agree and disagree with a fairly equal number of each type of 
question. Eighteen of the 36 questions on the JSS are scored reversely (Spector, 1997). Reversed 
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scoring means instead of 1 correlating to disagree very much, it shifts to meaning agree very 
much. For example, for statements 1, 10, 19, and 28; statements 10 and 19 are negative, so these 
statements get a reverse score, meaning that if the respondent circles 6, for this statement it will 
be considered one negative score. All 36 items are scored, then the individual facet scores are 
added together for a total satisfaction score. Individual scores may be obtained by summing the 
scores on an individual basis. Subscale scores can range from 4 to24 and overall scores can range 
from 36 to 216.  
Reliability and Validity of the JSS. Cronbach (1951) developed the coefficient alpha as a 
way to measure internal consistency, which is used to determine how subscales interrelate. It was 
established for each statement of the subscales, as well as for the overall JSS (Spector, 1997). 
The majority of the nine summated subscale scores established by Spector had Cronbach alphas 
of .70 or greater, with an overall internal consistency of .91, all above the research minimum of 
.70 set by Nunally (1978). Test-retest reliability, indicative of instrument stability, was 
considered strong at the time of JSS scale development and under the existing economic 
circumstances, but the small sample size and the short period of time (18 months) in which it was 
initially tested limited its test-retest reliability (Spector, 1997). Acceptable test-retest reliability 
was later established over a longer period of time.  
 Validity for scale development measures the degree to which an instrument measures the 
variables it intends to measure; in other words, how well an instrument correlates with other 
scales that are intended to measure the same variables. Spector looked at how well his scale 
compared with other scales to confirm validity. The researcher looked at several scales, as 
existing scales are the first choice of most researchers, before making the decision to build his 
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own. For example, with the JDI, its five subscales of pay, promotion, supervisors, coworkers, 
and nature of work correlated well with the JSS; therefore, establishing validity. 
Motivation at Work Scale 
Much as Spector had experienced difficulty when searching for an instrument to meet his 
specific needs in measuring job satisfaction in the human services industry, researchers Gagné et 
al. (2010) faced similar challenges in trying to identify an existing instrument to serve their 
purposes. Hundreds of theories had been published relating to motivation in various disciplines 
such as social, education, and sport psychology. The researchers sought to measure specific areas 
of motivation of several different occupational groups based on factors from Deci and Ryan’s 
(1982) self-determination theory, wanting to find where each would fall on their motivation 
continuum. The researchers also wanted to develop the scale in and across two languages, 
English and French. Gagné et al. (2010) did not want to include the amotivation and integration 
portions of self-determination theory in their scale, noting their need to measure only the active 
motivation of the employees different types and levels of the motivation continuum using Deci 
and Ryan’s (1982) self-determination theory.  
Gagné et al. (2010) found the existing scales to be flawed in one area or another. For 
instance, Blais, Brière, Lachance, Riddle, and Vallerand (1993) met with reliability discrepancies 
when trying to validate subscales of an existing French work motivation instrument based on 
self-determination theory. The study had been published, even though it failed to establish face 
validity in all items of the scale. Other failed attempts to develop a tool with which to measure 
work motivation based on self-determination theory proved insufficient, prompting Gagné et al. 
(2010) to develop their own instrument.  
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 The Motivation at Work Scale (MAWS) is made up of four subscales of motivation: 
intrinsic, identified, introjected, and external. Intrinsic factors include those such as respect 
received from coworkers and a feeling of accomplishment when reaching a personal goal. The 
ability to meet challenges and performing a task for one’s own benefits and feelings also provide 
the base for intrinsic motivation. Intrinsic motivation comes from having feelings such things as 
achievement, recognition, responsibility, and advancement with the work itself. Identified 
motivation is concerned with performing a task based on reasons that are important on an 
individual basis (Herzberg, 1959). Reasons an individual, as posited in self-determination theory, 
carry much more meaning when an employee is able to identify his or herself with a task or job 
and receive personal value from it, regardless of others’ perception of the same job. 
Introjected behavior is that in which an individual does not fully accept a task as his or 
her own. According to Deci and Ryan (1982), it is a motivation demonstrated by an individual’s 
ability to keep their self-worth and use this type of externally-centered motivation as a perceived 
locus of control for themselves. External factors of motivation are those of tangible means, of 
material form. Herzberg’s two-factor theory of motivation held that these factors as those 
components of a job that are consistent such as salary, supervision, and with other company 
employees.  
MAWS Scoring. The Motivation at Work Scale, as did the Job Satisfaction Scale, uses a 
Likert-based system. The scale uses numbers 1 to 7 with 1 corresponding with not at all and 7 
being the equivalent of exactly. The four subscales; intrinsic, introjected, identified, and external 
represent the 12 statements comprising the scale, with these 12 statements broken down into four 
subscales with three statements per subscale.  
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  For scoring purposes, the means from each individual subscale was first calculated, 
and then correlated with each of the other subscale means to determine internal consistency. 
Motivation is measured based on this system, comparison of subscale means. The Motivation at 
Work subscales can also be examined individually to look at different possible outcomes of 
motivation (Meyer & Gagné, 2008) depending upon the needs of the researcher. 
Four work sectors were examined in developing the Motivation at Work Scale: sales, 
secretarial, education, and health management/professional. Gagné et al. (2010) wanted to 
correlate the mean scores from the jobs in the same employment sector to mean scores from the 
subscales of the variables from Deci and Ryan’s (1985) self-determination theory. The mean 
differences were to be indicators of what motivated the employees, broken down by work 
function. The Motivation at Work subscale is valuable in that it can be applied to any occupation. 
  Reliability and Validity of the MAWS. Cronbach alphas for each of the MAWS four 
subscales were calculated using Statistical Packaging Software System ([SPSS], (Gagné et al., 
2010). When looking at relationships between mean scores from each of the MAWS subscales, 
each score demonstrated an acceptable level of internal consistency Different forms of 
motivation can produce different outcomes for different individuals, making the scale an 
important tool in examining both motivation and outcome. The scale was correlated in two 
languages, English and French, to establish validity (Gagné et al., 2010).  
Demographic Variables  
Demographic questions pertaining to the participants personal characteristics and their 
jobs was also included in the survey as part of the research instrument. The following 
demographic data was collected on the online questionnaire: age, ethnicity, marital status, 
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whether the participant had children under age 18 living in the home, years of experience in 
the sport media profession, years worked for current employer, salary, division of employment in 
the sport media industry, position of employment within the organization (e.g. entry-level, mid-
level management, etc.), level of employment of company in the sport media (e.g., local, 
national, etc.), hours worked per week, number of company employees, and zip code (to 
determine geographical region)  
Data Collection 
Participants 
Participants for the study were gathered from the 748 members of the Association of 
Women in Sports Media listed in the membership directory at the time of the study. The AWSM 
organization is a “volunteer-managed, 501(c) (3) nonprofit (group) founded in 1987 as a support 
network and advocacy group for women who work in sportswriting, editing, broadcast and 
production, and public and media relations” (AWSM, 2012). Member email addresses were 
obtained from an AWSM official in Microsoft Excel spreadsheets and through the online 
membership directory. Permission was requested and obtained by the researcher from the 
president of AWSM, both to conduct the study and to access member email addresses via the 
online membership directory.  
Once IRB approval was received, the researcher emailed AWSM members through the 
LISTSERV. The email contained a description of the study addressed the anonymity, 
confidentiality, implied consent, and availability of the study upon completion, as well as a 
hyperlink to the online questionnaire. Once selecting the hyperlink in the email, the respondents 
were able to begin the online questionnaire. A question inquiring as to the gender of the 
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participant attempting to complete the questionnaire was included on the first page, 
immediately following the introduction page; this to filter out male AWSM members who were 
relatives, friends, and colleagues in the industry who support these women, from participation.  
The AWSM organization welcomes and encourages membership of students who seek to 
enter the sport media profession, as the group provides mentors, networking opportunities, and 
job fairs for this group of women. Students were included in the email distribution list, as the 
proposed study included all AWSM members and these students did qualify in this regard as if 
the individual was employed either full- or part-time in the industry. The definition of sport 
media professional entails any professional working in the sports media industry and does not 
specify part- or full-time. The second question in the instrument gave the participant the 
opportunity to select the response “not currently working in the industry” as an employment 
status.  
A reminder email was sent six days following the initial email, which fell on a weekend. 
The weekend marks the beginning of the work-week for the majority of women working in the 
sport media profession. A third reminder email was sent three days after the second reminder. A 
fourth and final email reminder was sent the same day as the third reminder. Generally, three 
reminders are advised and sufficient in requesting online survey participation, but sufficient 
participation was not gathered following three messages. The online link was then left open for 
an additional eight days. Participation was considered adequate on the 17th day as the sample 
size was in line with previous studies that also used Spector’s (1997) Job Satisfaction Scale and 
that found similar sample sizes with acceptable reliability. The researcher assumed the response 
rate to the survey to be complete and proceeded to the data analysis phase of the study 18 days 
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following the initial email requesting participation after a period of 28 hours of non-
participation in the survey was observed. 
Assumptions 
 Garis-Lagore (2006) noted the importance of trustworthiness when dealing with human 
subjects and their attitudes toward any given construct. For her study of female television 
newsroom journalists, she emphasized that generalizability was not the goal, but instead of more 
importance was transferability, to ensure that the research had some applicability to real world 
cases. For this study, the researcher assumed the participants were truthful in their responses to 
the survey. It also assumed the emails on file for AWSM members were correct and checked by 
the participant on a regular basis, the email would not be sent to the participant’s spam folder, 
and the participant would take time to read the message and select the included link. Other 
assumptions made were those that received the email were members of AWSM at the time of the 
study, the AWSM directory obtained by the researcher was current at the time of the study, and 
the survey would not be completed by non-members should these persons receive the message in 
error. 
Delimitations 
 The researcher’s personal relationship with many of the study participants and her 
membership in the AWSM organization is a possible delimitation of the study. Therefore, 
unforeseen bias may unknowingly occur in interpretation, though highly unlikely due to the 
nature of the online survey. The online questionnaire ensured anonymity of the participants, 
preventing the researcher from drawing conclusions about what data came from which 
participant.  
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Data Analysis 
 Data analysis was performed using SPSS 20.0. The following research questions were 
developed and were answered using the outlined statistical analysis testing: 
Research Question 1:  
What is the level of job satisfaction among AWSM members? Spector’s (1997) Job 
Satisfaction Scale was used to answer RQ1. 
Research Question 2:  
What motivational factors contribute to the AWSM member’s decision to continue in her 
career? Gagné et al.’s (2010) Motivation at Work Scale was used to answer RQ2.  
Research Question 3a:  
What is the relationship between the household structure and the level of job satisfaction 
among AWSM members? Independent t-tests were used to answer RQ3a. 
Research Question 3b:  
What is the relationship between professional status and the job satisfaction level of 
AWSM member? Spearman correlations was used to answer RQ3b. 
Research Question 3c:  
What is the relationship between age and the job satisfaction level of AWSM members? 
Spearman correlations were used to answer RQ3c 
Research Question 4:  
What is the relationship between job satisfaction and career motivation of AWSM 
members? Pearson correlations were used to answer RQ4. 
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Chapter Summary 
 This section included the procedures conducted for the data collection phase of this 
research, which included the selection of AWSM members for the study. A description of the 
methodology chosen for this research, the online three-part instrument made up of the Job 
Satisfaction Scale, The Motivation at Work Scale, and the collected demographic variables were 
outlined. Assumptions and delimitations were also discussed. The chapter concluded with a 
discussion of the purpose of the study, research questions, and the planned statistical testing to be 
used for data analysis.  
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Chapter IV: Results 
Introduction to the Chapter 
 This chapter is organized to include results from the statistical testing performed to 
answer the research questions outlined in Chapters 1 and 3. Also discussed is a description of the 
sample, as well as the reliability of Spector’s (1997) Job Satisfaction Scale and Gagné et al.’s 
(2010) Motivation at Work Scale. This section concludes with a summary of the findings and a 
brief introduction to the organization of the next chapter, which includes implications of the 
findings in the sport media profession. 
Participant Selection 
 The sample for this study was taken from the 748 members listed in the AWSM 
membership directory. Members of AWSM chosen for the study are sport media professionals; 
which, as defined in Chapter 1, entails a working professional employed in the sport media 
industry in any capacity. Of the 748 emails sent out to AWSM members, 18 automated email 
responses were received back by the researcher, indicating the message was delivered to an 
account that was no longer active, leaving 730 AWSM members to receive the mailing. Of the 
730 deliverable messages, those participants who met the study criteria of being female and 
currently working in the sport media profession left a useable sample size of 168, for a response 
rate of 23%. 
 As was discussed in Chapter 3, small sample size is a possible limitation when 
generalizing a study to a population, however; this study yielded internal reliabilities similar to 
those in Spector’s (1997) JSS findings. Based on Nunally’s (1978) standard, the Cronbach 
alpha’s, which are used to measure the mean correlation scores between each set of variables, for 
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this study ranging from .63 (operating procedures) to .86 (supervision) for the subscales and 
.93 (overall), were found acceptable, and were also comparable to Spector’s range of .60 
(coworkers) and .82 (supervision) for the subscales and .91 (overall). The remaining Cronbach 
alpha’s found in this study by subscale are as follows: pay (α =.78), promotion (α =.79), fringe 
benefits (α =.78), contingent rewards (α =.78), coworkers (α =.76), nature of work (α =.75), and 
communication (α =.76). Table 2 displays the alpha coefficients from this study in relation to 
those in Spector’s JSS. 
 In previous research using small sample sizes, other studies have also demonstrated good 
or acceptable reliability. Verret (2012), when examining the job satisfaction level of university 
faculty members using the JSS, conducted her study with a sample size of 118 from a population 
of 300 (for a response rate of 39%). The sample size was similar to that used in this research 
(168 for a response rate of 23%). Internal consistency was high for overall job satisfaction level 
in Verret’s study, as well as among all nine job satisfaction facets. 
 Cronbach alpha’s found in Verret’s study were as follows: pay (α =.81), promotion (α 
=.87), supervisors (α =.83), fringe benefits (α =.88), contingent rewards (α =.88), operating 
procedures (α =.62), coworkers (α =.80), nature of work (α =.82), and communication (α =.86). 
Operating procedures (α =.62), (i.e. paperwork involved in doing the job) showed the least 
significant correlation with overall job satisfaction when compared with the other eight 
constructs in Verret’s study. This was still above Spector’s lowest subscale score for coworkers 
which had a Cronbach alpha of .60.  
 Kaltenbaugh (2008) used a small sample size when examining the job satisfaction level 
of campus recreation workers at four-year institutions. A population of 773 mid-level campus 
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recreation administrators was accessible for the study, but with the use of systematic sampling, 
192 surveys were mailed out. Of those returned, 109 useable surveys were obtained, for a 
response rate of 45%. All nine subscales had acceptable reliabilities and were above those found 
in the JSS as developed by Spector. Satisfaction with supervisors was the subscale demonstrating 
the highest reliability (α =.85). Nature of work and coworker satisfaction were found to have the 
least amount of internal consistency (α = .70), but were both still above the standard set by 
Nunally (1978). Satisfaction with coworkers was also found in the JSS to have the least internal 
consistency at .60 (Spector, 1997).  
 The Motivation at Work Scale is a relatively new scale and research using the instrument 
is limited, but Kyndt, Raes, Dochy, and Janssens (2012) used the questionnaire as part of a three-
part instrument used to examine the relationship between organizational and personal factors and 
the way employees learn at work. The Motivation at Work Scale, translated to English for their 
study, was found to have acceptable reliability, with Cronbach alpha’s ranging from .69 to .89, 
with the subscales for the instrument lying in a continuum (Kyndt et. al, 2012). Reliability in the 
Motivation at Work Scale was found acceptable in this research, comparable to that of Kyndt et 
al. (2012) and Gagné et al. (2010) with the  subscale reliabilities as follows: intrinsic (α =.92), 
identified (α =.85), introjected (α =.80), and external (α =.76). Cronbach alpha’s found by Gagné 
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Research Questions and Results 
Research Question 1                
What is the level of job satisfaction of AWSM members? In answering RQ1, the 
summated scoring system of the Job Satisfaction Scale was used. Spector’s (1997) summated 
scoring system, as mentioned in Chapter 3, based on the following Likert-type responses: 1 = 
disagree very much, 2 = disagree moderately, 3 = disagree slightly, 4 = agree slightly, 5 = agree 
moderately, and 6 = agree very much, was utilized to measure the job satisfaction level of 
AWSM members. The individual scores, once summed, determined the corresponding level of 
job satisfaction. By subscale, using the summated scoring system, the following scores were 
representative of the corresponding level of satisfaction: 4.00-11.99 = dissatisfied, 12-15.99 = 
ambivalent, and 16-24 = satisfied. Summated scores for used in interpreting overall job 
satisfaction are: 36-107.99 = dissatisfaction; 108-143.99 = ambivalent; and 144-216 = satisfied 
(Spector, 1997). Members of AWSM were found to be overall ambivalent with their jobs (M = 
140.90, SD = 27.90)  
In this study, the nature of work, the subscale area involving the work itself and the pride 
the individual feels doing their job, was the area of satisfaction found to be of greatest 
satisfaction for AWSM members with a mean score of 18.83 (SD = 3.63), indicating that 
respondents were most satisfied with the type of work they do. Promotion was an area of 
ambivalence, though seemed to be the area, in relation to the other eight subscales, to bring the 
least amount of satisfaction with a mean subscale score of 12.89 (SD = 4.46). This would also 
reinforce O’Neill and O’Reilly (2011) who contend that women do not have the same status of 
men in the workplace. Members were satisfied with their supervisors (M = 18.07, SD = 5.00) 
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indicative in their responses to statements relating to their perception of how their supervisors 
treat them. Participants were also found to be satisfied with their coworkers (M = 17.51, SD = 
3.91) as was indicated by their responses to statements relating to how they view their coworkers 
and their interaction with them. Ambivalence was found in the majority, and dissatisfaction was 
found in none, though close in two, of the areas of the Job Satisfaction Scale, Table 2 shows 
descriptive statistics for the JSS and Table 3 displays descriptive statistics broken down by JSS 
subscale statement. 
Participants were found to be ambivalent in their satisfaction with pay in their jobs with a 
mean score of 13.15, (SD = 4.87), which demonstrates members are not that concerned with the 
amount of compensation they receive in exchange for performing their jobs. In relation to 
satisfaction with the nature of work, findings indicate the participants were receiving satisfaction 
from the work, or the job itself, perhaps through fulfillment of self-goals through things such as 
task variety and job-related challenges, and in turn, were not as concerned with the pay they 
receive. If they are doing what they love to do, the compensation they receive may not carry as 
much weight in relation to other job characteristics. Members were also found to be ambivalent 
in their satisfaction with promotional opportunities with a mean score of 12.89 (SD = 4.46). 
Satisfaction with the chances members see for advancement and the perceived likelihood of 
promotional opportunities did not seem to be viewed as likely or easy to obtain when relating 
this area to participant job satisfaction. This was not surprising as career mobility has been a 
controversial issue for women in male-dominated professions in the past. Supervisor satisfaction 
was found to demonstrate a level of satisfaction for AWSM members. This finding could relate 
to several factors, most notably a degree of confidence perceived in their supervisor to complete 
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their (supervisor’s) job, but also the confidence in the supervisor’s belief that the employee 
can adequately complete their job.  
Satisfaction with the chances members see for advancement and their likelihood did not 
seem to be important to them in relation to their job satisfaction. This was not surprising as 
career mobility has been a controversial issue for women in male-dominated professions in the 
past. Members, found to be ambivalent toward their benefits satisfaction with a mean score of 
15.97 were very close to being satisfied with their benefits. This shows that members were, 
statistically speaking, not concerned with the benefits they receive in their employment. 
Practically speaking with the mean score being so close to a satisfaction finding, members were 
generally content with the benefits they receive, perhaps in referent comparison to other jobs 
they have held. This could also be true if the participant takes their benefits for granted as being 
a part of their job. Rewards they receive are definitely a perception-based area.  
Females that work in the sport media, again while finding ambivalence in this area with a 
mean score of 15.20 (SD = 4.41), perceive a fair amount of equity with their contingent rewards. 
This was indicative by the mean score being very close to a satisfaction score, as was the case 
with benefits. These two characteristics could possibly be linked as employees may include 
benefits as part of their reward system. Fringe benefits and contingent rewards for these women 
may include a flexible, work-from-home schedule, and a strong degree of trust and autonomy in 
their supervisor’s belief and confidence in their abilities. This could be true as the supervisor and 
coworker scores were both found to be of satisfaction to members.  
Members were ambivalent, but very close to being dissatisfied with the operating 
procedures with their respective organization with a mean subscale score 14.95 (SD = 3.95). This 
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finding indicates, while they may be tolerable and grown accustomed to things such as the 
paperwork and possibly the red tape employees often refer to as bureaucratic, it is not an area 
that  
Research Question 2 
What factors contribute to the AWSM member’s decision to continue in her career? 
Gagné et al.’s (2010) Motivation at Work Scale was used to answer RQ2, in determining 
possible career motivating factors for AWSM members. Intrinsic motivation, based on the 
degree an individual internalizes and performs a task for his or her own interest (Deci & Ryan, 
1982), indicated on the MAWS by statements based on the way the member feels at work and 
while performing her job, was reported to be the strongest career motivator for AWSM members. 
In response to statements on how their they perceive their job in relation to career fulfillment and 
meeting personal values, participants indicated identified motivation (M = 4.41, SD = 1.36) to be 
a moderate factor in their decision to continue in the sport media profession.  
Introjected motivation, demonstrated on the MAWS by reputation-based statements and 
those concerning a fear of failure in their jobs, was not of strong importance (M = 3.54, SD = 
1.58) in the participants’ decisions to continue in their careers. External motivation (M = 2.95, 
SD = 1.37), a rewards-based behavior, shown on the MAWS by statements including tangible 
factors for work performance such as money and a paycheck, was the least likely reason (M = 
2.95, SD = 1.37) found for AWSM members’ career continuance. In summary, in answering 
RQ2, intrinsic factors (M = 5.29, SD = 1.37) were the strongest career motivators for AWSM 
members, followed by identified (M = 4.41, SD = 1.36), introjected (M = 3.54, SD = 1.58), and 
external (M = 2.95, SD = 1.37) motivations, respectively. Table 4 shows descriptive statistics for 
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the MAWS and Table 5 shows these descriptive statistics broken down by MAWS subscale 
statements.  
Research Question 3a 
What is the relationship between the household structure of AWSM members and job 
satisfaction? Women working in the sport media, in many instances, must choose between 
having the traditional home life as defined by society of marriage and children and that of having 
the non-traditional career of working in the sport media (Henkel, 2009). Female sport journalists 
who have children that do not have a partner or spouse that share in the home responsibilities 
have previously had difficulties working in the profession (Claringbold, Knoppers, & Elling, 
2008). Hardin and Whiteside (2009) found being young and single as parts of the equation cited 
by women they interviewed in furthering their careers in the sport media field. Marital status and 
status of children living in the home were examined to determine if these variables were 
associated with the job satisfaction level of AWSM members. 
On the questionnaire, participants were given the following choices when selecting 
marital status: married, single, divorced, or other. These selections were collapsed into two 
categories for data analysis: “married or partnered,” as some gave partnered as their response, 
and “single or divorced.” “Married or partnered” participants made up 43% of responses with 
“single or divorced” comprising the remaining 57%. Participants having children under the age 
of 18 living in the home made up 20.6% of responses, with 79.4% of participants indicating they 
did not have children at home.  
Independent sample t-tests were conducted to determine if there was a difference by the 
household structure demographic variables of marital status (married or other, single or 
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divorced) or status of children under age 18 living in the home (yes, no), with these two 
variables being independent and the overall job satisfaction score being the dependent variable.  
The t-test for overall job satisfaction by marital status was not significant, t (163) = 
0.425, p ≤ 0.346, indicating job satisfaction did not differ by the participants’ marital status. The 
t-test for difference in overall job satisfaction by status of having children under age 18 living in 
the home showed no significance, t (163) = -0.479, p ≤ 0.669, indicating job satisfaction did not 
vary among participants by whether they had children under age 18 living in the home.  
Research Question 3b 
What is the relationship between the professional experience (years worked in the sport 
media profession, years worked for current employer) and job satisfaction of AWSM members?     
Smucker, Whisenant, and Pedersen (2004) found in their study that the majority of female sport 
journalists, found to be overall satisfied with their jobs, had been working in the industry for 
more than 10 years, but were employed in the same position with their current employer for less 
than five. Years worked in the sport media profession and years worked with current employer 
were examined in this research to determine if job satisfaction of participants varied by these 
same demographic variables.   
Spearman correlations were used to answer RQ3b to examine relationships between the 
demographic variables involving professional experience (years worked in the sport media 
profession, years worked for current employer) and job satisfaction level of AWSM members.  
Years of experience in the sport media industry ranged from 1 to 38 (M = 13.73, SD = 8.29). 
Table 6 displays Spearman correlations between years worked in the sport media profession and 
job satisfaction level of study participants. Statistical significance and a negative correlation was 
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found between years worked in the sport media industry and participants’ satisfaction with 
their supervisors, r = -0.169, p ≤ 0.030, and with company communication, r = -0.200, p ≤ 0.005. 
This finding was suggestive that as the years the AWSM member worked in the sport media 
profession increased, satisfaction with their supervisors and company communication decreased.  
Participants indicate years worked for their current employer as ranging from less than 
one year to 30 years (M = 7.11, SD = 6.27). Table 7 displays the relationships between years 
worked for current employer and job satisfaction of AWSM members. The strongest correlation 
between years worked for current employer, a negative one, was with their supervisors, r = -
0.201, p ≤ 0.010, followed by contingent rewards, r = -0.172, p ≤ 0.027. Findings indicate that as 
years of service with the current company increased, participant satisfaction with their 
supervisors and contingent rewards decreased. Relationships derived from poor or inadequate 
supervisory experiences, those that might be perceived as a result of limited career mobility, both 
horizontal and vertical in the form of glass walls and ceilings, may account for these 
relationships.   
Statistically negative correlations were also found between years worked with current 
employer and satisfaction with coworkers, r = -0.161, p ≤ 0.038. As years of service with their 
current employer increased, satisfaction with both their contingent rewards and coworkers 
decreased. The only statistically positive correlation found between years worked for current 
employer and job satisfaction was with fringe benefits, r = 0.198, p ≤ 0.011, indicating as years 
of service with their current employer increased, satisfaction with fringe benefits also increased. 
Hardin, Shain, and Schultz-Pontiakowski (2008) discussed the time factor involved for 
women in the sport media leaving the profession, often in relation to the impact it had on their 
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home lives and, in turn, their job satisfaction level. The researchers found that young women 
entering the industry realized that work and family might not mix well in the family process and 
these women might have to leave the profession after a certain amount of time to begin a period 
associated with childrearing years (Hardin et. al, 2008). It is important to look not only at the 
number of years participants were staying in the sport media profession and with their current 
employer, but also at the age of the participants which would coincide with their years of 
employment and with length of service with their current employer. Table 7 displays years 
worked for current employer and job satisfaction. 
Research Question 3c 
What is the relationship between age and job satisfaction of AWSM members? Spearman 
correlations were used to answer RQ3c to determine the relationship between participants’ age 
and their level of job satisfaction. Weaver et al. (2007) found that female journalists under the 
age of 25 tended to be more satisfied with their jobs than the next age group studied, those 
women between the ages of 25 and 34. Age was examined to determine if there was a 
relationship between job satisfaction and this variable. Previous research has also focused on the 
relationship between age and job satisfaction; however the relationship is not always one of 
assumed association or certainty (Spector, 1997). Ages of study participants ranged from 20 to 
58 (M = 36.98, SD = 8.88). Table 8 shows descriptive statistics for several of the selected 
demographic variables analyzed to answer RQ3. It also includes hours worked per week as this 
variable is often mentioned in job satisfaction research though it was not analyzed for this study.  
Spearman correlations showed statistical and negative relationships to exist between the 
demographic variable of age and the participants’ promotion, r = -0.166, p ≤ 0.033; supervisor, r 
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= -0.253, p ≤ 0.001; and communication, r = -0.220, p ≤ 0.005, satisfactions, respectively. 
These results indicated as the ages of AWSM members increased, satisfaction with their 
promotion opportunities, supervisors, and company communication decreased. Table 9 displays 
Spearman correlations between age and job satisfaction of AWSM members. 
Research Question 4 
What is the relationship between job satisfaction and career motivation of AWSM 
members? Pearson correlations were used to answer RQ4 to determine the relationship between 
job satisfaction and career motivation of AWSM members. Correlation coefficients can range 
from -1 to +1, with the closer the number being to one, regardless of the sign, the greater the 
strength of the relationship (Fraenkel & Wallen, 2003). Davis (1971) descriptors were used for 
interpretation of the effect size of the Pearson correlations between each pair of the independent 
and dependent variables used to answer RQ4, with an effect size of .10 - 29 indicating a low 
degree of relationship; .30 - .49 indicating a moderate relationship 50 - 69 showing a substantial 
relationship, and an effect size of .70 or above being indicative of a very strong degree of 
relationship. 
Intrinsic Motivation. Pearson correlations found the strongest statistical significance, one 
of very strong and positive association to exist between intrinsic motivation and nature of work 
satisfaction, r = 0.733, p ≤ 0.01. The least significant relationship with intrinsic motivation was 
found with supervisor satisfaction, one of low and positive association, r = 0.165, p ≤ 0.033. As 
intrinsic motivation increased, satisfaction with supervisors also increased. Intrinsic motivation 
shared a significant relationship of positive and moderate association with overall job 
satisfaction, r = 0.428, p ≤ 0.01, indicating as intrinsic motivation increased, overall job 
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satisfaction also increased. Table 10 demonstrates the relationships between intrinsic 
motivation and job satisfaction.  
Identified Motivation. Pearson correlations performed between career motivation and job 
satisfaction found identified-motivation shared its strongest statistical relationship, one of 
substantial positive association with nature of work satisfaction, r = 0.534, p ≤ 0.01, indicating as 
identified motivation increased, nature of work satisfaction also increased. Statistical 
significance of low and positive association was found between identified motivation and 
satisfaction with fringe benefits, r = 0.197, p ≤ 0.011, indicating as identified motivation 
increased, satisfaction with fringe benefits also increased. Statistical significance of positive and 
moderate association was found in the relationship between identified motivation and overall job 
satisfaction, r = 0.436, p ≤ 0.01, indicating as identified motivation increased, overall job 
satisfaction of participants also increased. Table 11 indicates relationships between identified 
motivating factors and job satisfaction of AWSM members. 
Introjected Motivation. Pearson correlations found the relationship of strongest statistical 
significance with introjected motivation, one of positive and low association, to exist with nature 
of work satisfaction, r = 0.251, p ≤ 0.001, indicating as introjected motivation increased, 
participants’ satisfaction with the nature of the work itself increased. Significance of positive and 
low association between introjected motivation and promotion satisfaction was also found r = 
0.245, p ≤ 0.001, indicating as introjected motivation increased, participants’ promotion 
satisfaction also increased. Findings indicated the least statistical significance with introjected 
motivation, one of positive and low association with its relationship with overall job satisfaction 
and, r = 0.157, p ≤ 0.042, finding as introjected motivation increased, participants’ overall job 
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satisfaction also increased. Table 12 shows the relationship between introjected motivation 
and job satisfaction for AWSM members. 
External Motivation. External motivation was found to share a statistically positive 
relationship of low association in its strongest significant relationship, that with fringe benefits 
satisfaction, r = 0.240, p ≤ 0.002, Findings indicated as external motivation increased, 
satisfaction with fringe benefits increased. The least significant relationship between external 
motivation and job satisfaction, one of low and negative association was found to exist with 
nature of work satisfaction, r =-0.189, p ≤ 0 014. In this relationship, as external motivation 
increased, satisfaction with nature of work increased. Statistically significant relationships were 
found between both intrinsic and identified motivations and all nine job satisfaction subscales, as 
well as with overall job satisfaction, indicating as intrinsic and identification motivations 
increased, the respective areas of job satisfaction increased. Table 13 displays Pearson 
correlations for external motivation and job satisfaction for study participants. 
By job satisfaction subscale, nature of work shared the most number of statistically 
significant relationships with the greatest number of career motivations. Pearson correlations 
indicated nature of work satisfaction to be positively and very strongly associated with intrinsic 
motivation, r = 0.733, p ≤ 0.01, and positively and substantially associated with identified 
motivation, r = 0.534, p ≤ 0.01. As intrinsic motivation increased, as was also the case with 
identified motivation, satisfaction with the nature of the work increased. Findings also indicated 
a statistically positive relationship, but one of low association to exist between nature of work 
satisfaction and introjected motivation, r = 0.248, p ≤ 0.001, indicating as introjected motivation 
increased, nature of work also increased. 




 This chapter discussed the sample used, the research questions, and the results of the data 
analysis performed to answer these four specific questions. Using Spector’s (1997) Job 
Satisfaction Scale and the Gagné et al.’s (2010) Motivation at Work Scale, this section has 
provided useful information in understanding the job satisfaction level and career motivation of 
AWSM members. Members of AWSM are overall ambivalent in the satisfaction toward their 
jobs (M = 140.90, SD = 27.90) and were most motivated by intrinsic factors. Job satisfaction was 
found not to vary based on marital status, t (163) = 0.425, p ≤ 0.346, or by having children in the 
home, t (163) = -0.479, p ≤ 0.669.  
 Professional experience variables indicated years worked in the sport media profession 
shared the strongest correlation with communication satisfaction, r = -0.200, p ≤ 0.005 and years 
worked for current employer shared the strongest correlation with supervisor satisfaction, r = -
0.201, p ≤ 0.010. Statistically significant relationships were found between the demographic 
variable of age, with the strongest relationship being a negative one with participant’s 
satisfaction with their promotion opportunities, r = -0.166, p ≤ 0.033 The strongest relationship 
between job satisfaction and career motivation was found between intrinsic motivation and 
nature of work satisfaction, r = 0.733, p ≤ 0.01, indicating as intrinsic motivation of participants 
increased, satisfaction with nature of work increased. 
 Though the JSS was developed with a much larger sample size and the small sample size 
offered limited generalizability to the female sport media population, an acceptable level of 
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reliability was established, allowing the researcher to conclude the resulting internal 
consistencies to be comparable to those of Spector’s (1997) Job Satisfaction Scale. The same is 
true for the results of this study and those of Gagné et al.’s (2010) Motivation at Work Scale. The 
researcher will build upon the results of this section and provide implications of how these 
findings can be used within organizations in the sport media profession. 
   95
Chapter V: Conclusions and Recommendations 
Introduction to the Chapter 
 This section contains a summary of findings of this study as divided by research question. 
Purpose of the study is again given. Previous studies and how the answer to each research 
question compares to these findings are mentioned. Implications of the findings in the sport 
media profession and recommendations for future research are also discussed. 
Purpose and Research Questions  
The purpose of this study was to determine the job satisfaction level of the female sport 
media professionals of the Association of Women in the Sports Media, as well as to examine 
career motivators to determine what factors contribute to the member’s decision to stay in their 
current job, regardless of job satisfaction level. Four specific demographic variables were also 
examined to determine if job satisfaction level differed by these variables as was found in 
previous research (Kaltenbaugh, 2008, Reinardy, 2007; Smucker, Whisenant, & Pedersen, 2008, 
Verrett, 2012) 
The following research questions were developed and answered for this study: 
Research Question 1  
The Job Satisfaction Scale (Spector, 1997) was used to determine the job satisfaction 
level of AWSM members to answer RQ1: What is the job satisfaction level of AWSM members? 
Spector’s Job Satisfaction Scale takes into consideration the following nine areas of a job that 
may contribute to an employee’s satisfaction level: pay, promotion, supervision, fringe benefits, 
contingent rewards, operating conditions, coworkers, nature of job, and communication. The 
mean score of 140.90 (SD = 27.11) indicated AWSM members were overall ambivalent with 
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their jobs. Findings indicate the greatest level of job satisfaction among AWSM members 
were found to be with the nature of their work, as was evident by the mean subscale score of 
18.83 (SD = 3.63). This aspect of job satisfaction, found by Spector (1997) to be part of what 
makes a job fulfilling for an individual, were found to be consistent with previous research 
(Kaltenbaugh, 2008, Spector, 1997, Verret, 2012) in this area, concerned with the duties of the 
job itself. It was the area that provided the most satisfaction among the nine facets of the Job 
Satisfaction Scale. This is consistent with DeSantis and Durst (1996) who found employees who 
receive feedback on a job experience would be more satisfied when the job is perceived to be 
challenging, to offer variety, and overall feedback on their performance of the jobs.  
The overall environment, which includes areas such as working relationships with 
supervisors (M = 18.07, SD = 5.00) and coworkers (M = 17.51, SD = 3.91), is thought to 
contribute to this overall level of job satisfaction for participants. Members of AWSM were 
satisfied with the relationships they have with their colleagues, consistent with the thought that 
employee feedback is an indicator of job satisfaction. As was mentioned in previous research by 
Brewer and Clippard (2002), a supportive environment for employees can lead to greater 
satisfaction, commitment and loyalty to the organization. This was found to be true in these two 
factors of job satisfaction, as was found in nature of work satisfaction. However, these were not 
found to be enough to find overall job satisfaction for AWSM members. . 
Though AWSM members were satisfied with the nature of work, supervisors, and 
coworkers, they were found to be ambivalent in the majority of the subscales of the Job 
Satisfaction Scale. An overall job satisfaction mean score of 140.90 (SD = 27.90) shows that, 
with ambivalence in the areas of pay, promotion, contingent rewards, fringe benefits, operating 
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procedures, and communication satisfaction, satisfaction in the JSS areas of the nature of the 
job itself, satisfaction with supervisors, and satisfaction with coworkers were not aspects that 
provided enough job satisfaction to participants to indicate an overall level of job satisfaction by 
AWSM members, as was found in previous research. This was indicative that the areas of 
satisfaction toward these three areas were not found to affect the overall ambivalent level of job 
satisfaction  
Participants expressed ambivalence with the fringe benefits aspect of their jobs. Fringe 
benefits may come in the form of a non-traditional work schedule, allowing for more flexibility 
for women working in the profession. Females on non-standard traditional day-only, Monday 
through Friday work days may be less likely to stay in their jobs and would experience a greater 
level of satisfaction if such benefits were offered. In the digital age, offerings by employers such 
as flexible working hours and the choice to telecommute can be part of the fringe benefits made 
available to employees. In the digital age, offerings by employers such as flexible working hours 
and the choice to telecommute can be part of the fringe benefits made available to employees.  
Satisfaction with promotion opportunities received the lowest mean subscale score based on the 
summated scoring system. This might be representative that females are least satisfied in this 
area. This finding allowed the promotion area of job satisfaction to be ruled out as a major 
contributor to the overall job satisfaction level.  
Findings were also supportive of a study by Hardin and Shain (2005) that found similar 
attitudes relating to promotion opportunities when surveying AWSM members about their job 
satisfaction. The researchers found in their study of newspaper print journalists that there was a 
perceived need to move to another media entity to receive promotional opportunities. 
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O’Neill and O’Reilly (2011) found that women who are stereotypically found to 
appear masculine and more assertive than other female counterparts receive more promotions 
and receive more job satisfaction. This finding is important in understanding that females 
working in the male-dominated sport media profession could still be playing the stereotypical 
role, as mentioned in Chapters 1 and 2, of a frail, second-class citizen in the workforce, in this 
case in the sport media newsroom. This was in an area in which these women are already 
fighting obstacles of glass ceilings and discrimination of various types. In a study of female sport 
journalists by Miller and Miller (1995), areas such as perceived discrimination was found to 
detract from job satisfaction levels in women working in the sports newsroom, but again and was 
discussed, the women were found to be overall satisfied with their jobs. These studies support 
overall job satisfaction for females working in the sport media, even though areas were identified 
as detracting from their job satisfaction level. This previous research was not supportive of the 
ambivalence AWSM members were found to have in their overall job satisfaction. 
Though these studies involving job satisfaction of females in the sport media demonstrate 
they do exist, previous research using the Job Satisfaction Scale for measurement of satisfaction 
among the distinct nine factors set forth by Spector (1997) in these women is few. However, in 
studies using similar valid job satisfaction instruments, the Job Description Index (JDI) and the 
abridged Job in General Index (JGI), findings were similar to that in this study. Miller and Miller 
(1995) found AWSM members to lack satisfaction in the area of opportunities in a study of their 
work experiences in relation to their job satisfaction. Smucker, Whisenant, and Pedersen (2008) 
found AWSM members to experience overall satisfaction with their jobs with promotion being 
the only area not of satisfaction. Hardin and Whiteside (2012) found that females working in 
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college athletics felt excluded from male networks, which is often a key conduit for 
promotions. Areas such as perceived discrimination was found to detract from job satisfaction 
levels by Miller and Miller (1995) in women working in the sports newsroom, but these women 
were still found to be satisfied overall with their jobs. These studies support overall job 
satisfaction for females working in the sport media, even though areas were identified as 
detracting from their satisfaction level. Hardin and Whiteside (2012) found that females working 
in college athletics felt excluded from male networks, which is often a key conduit for 
promotions.  
Llorente and Macias (2005) spoke of the subjective fashion of job satisfaction. The 
researchers suggest that an employee may view a job as attractive, but may also have few 
expectations in the possibility of changing jobs. Findings in this study would indicate that even 
though members were satisfied in the work they do and the job itself, other aspects of their jobs 
found to be of ambivalence were enough to take away from the overall job satisfaction level 
Looking at job satisfaction in relation to retention brings in the area of career motivation. In the 
sport media profession, women tend to be staying in their jobs, regardless of satisfaction level.  
Research Question 2 
The Motivation at Work Scale was used to determine what factors contribute to the 
AWSM member’s decision to continue her career and to answer RQ2: What is the career 
motivation of AWSM members? The Motivation at Work Scale, based on the three basic 
psychological needs found in Deci and Ryan’s (1982) self-determination theory (autonomy, 
competence, and relatedness), is divided into four subscales: intrinsic, identified, introjected, and 
external motivations. In a study by Hardin and Shain (2005), the majority (72%) of AWSM 
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members had or was considering leaving their careers in sport journalism. This research 
sought to determine not why they are leaving, but what motivational factors contribute to their 
decision to stay, as research has shown the number of women working in the sport media 
profession is increasing.  
Work motivation may change over time based on the degree of autonomy, competence, 
and relatedness to situational factors employee’s express. Spector (2003) contends there are 
several factors that motivate a person to work: both tangible (paycheck) and intangible (i.e. sense 
of pride). As was found in this study, in agreement with Gagné et. al (2010), motivations seemed 
to vary based on the ability of the job to meet the member’s autonomous, competence, and 
relatedness need was overall found that AWSM members were most strongly motivated to 
perform their jobs based on intrinsic motivation. In a study by Hardin and Shain (2005), the 
majority (72%) of AWSM members had or was considering leaving their careers in sport 
journalism.  
This research sought to determine why they are not leaving, but what motivational factors 
contribute to their decision to stay, as research has shown the number of women working in the 
sport media profession is increasing. Work motivation may change over time based on the 
degree of autonomy, competence, and relatedness to situational factors employees express. 
Spector (2003) contends there are several factors that motivate a person to work: both tangible 
(paycheck) and intangible (i.e. sense of pride).  
Intrinsic Motivation. Individuals are intrinsically motivated to perform their jobs based 
on their sense of well-being in relation to the degree they perceive their psychological needs to 
be met (Deci & Ryan, 1985, Ryan & Deci, 2000). Intrinsic motivation, the process behind 
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performing a task because the individual wants and has a desire to do so, was the strongest 
career motivator for participants. Intrinsic factors are associated with higher order needs 
(Herzberg, 1959). The more the job is internalized and associated with meeting higher order 
psychological needs, the more intrinsically motivated the employee becomes. This study was 
supportive of Herzberg’s (1958) research as participants were found to meet their higher order 
needs of psychological well-being; they were intrinsically motivated to some degree in all 
aspects of their job.  
Findings of this study found participants were most motivated to complete their jobs as 
related to factors such as achievement and feelings of accomplishment. Feelings of competence 
and self-determination on the job are strongly related to intrinsic motivation (Deci & Ryan, 
1987). Competence, achieved by the ability to perform the job without being prompted to do so 
allows for internalization of the job and intrinsic needs to be met. Participants were found to 
display a strong degree of competence and were found to express feelings of autonomy and 
relatedness in their strong motivation by intrinsic factors. Having a perceived feeling of 
competence of themselves and those around them leads to a greater sense of intrinsic motivation 
for members, which is associated with positive outcomes. As was found in RQ1 in the 
satisfaction AWSM members expressed with their supervisors and coworkers, confidence and a 
sense of competence, responsible colleagues was perceived, thus contributing to intrinsic 
motivation. 
Motivation that leads to job satisfaction can come from the individual’s self-belief in his 
or her own work. This satisfaction of intrinsic needs indicates the enjoyment of the job is the 
strongest motivator for AWSM members in their decisions to continue in their jobs. Previous 
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research (Deci and Ryan; 1982) suggests the more self-determined the employee, the more 
likely they are to perform the job based on intrinsic factors. The more the AWSM member is 
able to identify with a need, the greater the internalization process and the greater the level of 
intrinsic motivation. Overall, internalization of the three basic needs set forth in self-
determination theory contribute to increased positive outcomes based on intrinsic motivation. 
Following intrinsic motivation, AWSM member were motivated by identified, introjected, and 
external motivations, respectively. 
Identified Motivation. Identified motivation was found to be a moderate career motivator 
for participants. Based on this part of self-determination theory, AWSM members were able to 
internalize their jobs in relation to satisfying their career goals and life values. Findings of this 
research indicate identified motivation, a behavior based on the means-to-an-end approach, was 
the second strongest type of motivation for AWSM members. Members became more strongly 
motivated by identified motivation as they began to accept the values associated with their job as 
their own. Responses to statements relating to life goals and values indicate identified motivation 
to be the second strongest career motivator for AWSM members based on the Motivation at 
Work Scale. In other words, AWSM members are likely motivated by things such as learning a 
new task, which would contribute to job variety, an area found by Durst and Santis (2006) to 
increase job satisfaction, or participating in a job that will further their growth in their 
professional career and lives in general, based on their identification, and in turn, internalization 
of an aspect or aspects of the job. For instance, identified motivation increased as participants 
viewed more parts of the job that they can make part of their personal value system. 
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Introjected Motivation. Participants were somewhat motivated to perform their jobs 
based on introjected motivation. Introjection, an avoidance-type behavior is not strongly 
associated with the career motivation of AWSM members. The members are not motivated to 
perform their jobs based on their reputations or how others view them. Participants indicated by 
responses to statements on their personal desires to succeed and not to fail, that this type of 
introjected behavior was not likely a factor in their decision of career continuance. A pressure to 
perform or completing the job to avoid feelings of guilt were not found to be a strong basis for 
motivation. Members performing the job based on introjected factors have internalized the job to 
a degree, but also feel a sense of guilt or shame if they are unable to carry out the task. This 
finding indicates, in the areas of introjected motivation, participants are not self-confident in 
their abilities and may not be able to gain a full sense of autonomy. Since introjected motivation 
was not a strong type for AWSM members choosing to continue in the jobs and careers in the 
sport media profession, it is most likely that they do not feel pressure from those around them 
when performing their job. For instance, an equitable relationship with supervisors and 
coworkers may be in place. This area of self-determination theory, introjected motivation, is not 
associated strongly with the primary reason participants perform the job.  
Findings indicate AWSM members are still feeling an enjoyment of the job and can 
identify with to a greater degree, perhaps to a greater degree than for the reasons introjected 
motivation involves. This shows that the areas of autonomy, competence, and relatedness are 
lacking in certain areas of the job. This puts undue pressure on the employee to perform and the 
employee performs the job, not because it is interesting, but because they feel pressure from 
those around them to complete it. It stands to reason that participants were less likely influenced 
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by introjected motivation than intrinsic or identified, in part due to their need of the three 
psychological needs found in Deci and Ryan’s (1982) self-determination theory. Findings of this 
research show that the participants’ need to succeed in their career and their perceived reputation 
as a result of it were not of great importance, which, again is relevant to self-determination 
theory. Findings would indicate a high level of self-esteem in AWSM members as self-
determination theory is associated with a strong sense of self and, in turn, related to a high level 
of self-esteem (Deci & Ryan, 1985). Self-esteem can come as the members’ competence needs 
are met and she becomes more confident in her success.  
External Motivation. External rewards were indicated as having a low association with 
the areas of the Job Satisfaction Scale. This type of motivation, one that meets lower order 
psychological needs such as tangible rewards, was the type in which AWSM members were least 
motivated to perform their jobs. In other words, a desire to receive monetary compensation or 
other tangible rewards was not very important for members in this research. External motivation, 
one of a means-to-an-end approach also holds an employee will perform their jobs based on 
avoidance behavior. Specific to the sport media industry, AWSM members may continue to take 
what they perceive as trivial writing assignments to avoid losing their jobs. This finding is in line 
with the theory that external motivation is not self-determined and employees tend to be 
motivated based on the level of self-determination related to the identification and internalization 
of performing their jobs.  
By looking at the areas of correlation between the areas of the Job Satisfaction Scale and 
external motivation, it is concluded that material rewards are just a small part of the career 
motivation picture for AWSM members. They are greatly motivated by intrinsic motivations, as 
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would be expected and was found by theorists such as Spector (1997) when developing the 
Job Satisfaction Scale and by Herzberg(1959) in his two-factor motivational theory. Wealth and 
the standard of living it brings did not motivate AWSM members to a strong extent. External 
rewards may, as held in self-determination theory (Deci & Ryan, 2002), take away from intrinsic 
motivation. In other words, offering a salary for a job the participant sees as rewarding and 
fulfilling may undermine their motivation based on intrinsic factors. 
Research Question 3a 
Independent t-tests were used to determine if job satisfaction level of participants differed 
by household structure and to answer RQ3: What is the relationship between the household 
structure and the level of job satisfaction among AWSM members? Independent t-tests indicated 
no statistical significance in job satisfaction by marital status, t (163) = 0.425, p ≤ 0.346. Married 
or partnered (43%) participants and those that were single or divorced (57%) did not show a 
difference in their job satisfaction levels. The closeness in proximity in number of the AWSM 
members’ marital status lends additional reasoning to the findings. As Kaltenbaugh (2008) noted 
when discussing significance in various aspects of job satisfaction, statistical significance and 
practical significance are not always the same. Findings indicating little over half of participants 
being single was indicative that there were possibly a fairly even number of participants 
representing each marital status to conclude with the findings that the marital status alone did not 
make a difference in job satisfaction of AWSM members. However, given previous research that 
has found that many newsrooms sports departments do not foster an environment that is family-
friendly for female journalists trying to raise a family. This would lead to the finding that marital 
status should be more closely examined to coincide with the status of whether there were 
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children under age 18 living in the home in order to confidently say marital status did not 
affect job satisfaction of participants.  
The majority (79.4%) of study participants did not have children under age 18 living in 
the home. According to independent t-tests, having children under age 18 living in the home was 
not a demographic variable of significance, t (163) = -0.479, p ≤ 0.669, in the job satisfaction of 
AWSM members. These findings did not support previous research (Hardin & Shain, 2005, 
Hardin &Whiteside, 2012, Reinardy, 1997, Reinardy, 2007) involving sport media members that 
found job satisfaction level of employees to be affected by their home environment and their 
ability to maintain a balance between work and family. The strong majority of women in this 
study did not have children in the home and a little less than half of the participants were married 
These two factors when combined would provide a more definitive look as to whether the work-
family balance was maintained with no difference in job satisfaction level.  
Having children under age 18 living in the home, as was also indicated with marital 
status, could not be completely ruled out as a determinate of job satisfaction level as other factors 
should be taken into account, such as the marital status, an area discussed in Chapter 2, when 
looking at job satisfaction of AWSM members. The findings of this research, the number of 
single or divorced participants (79.4%) and number of participants having children under age 18 
living in the home could indicate there are a fairly large number of single mothers in this study. 
Satisfaction of a mother raising a child without a partner or spouse present in the home could be 
indicative that this group of women might be learning the things they need to do to balance their 
work and family lives. This could be concluded by the large number of participants who did not 
have children under age 18 living in the home. 
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As was found in RQ1, areas of job satisfaction such as the nature of the work, 
supervisors and coworkers are areas that could stand behind the lack of statistical significance in 
job satisfaction level by marital status of participants. Females learning the ropes, so to speak is 
how these women could be learning to balance their role as mother, wife, and employee. Also, 
previous research has shown that perception of areas of the job and the work environment can 
lead to greater organizational commitment. Satisfaction with supervisors and coworkers lends to 
the thought that the satisfaction with the work environment, as was found by Brewer (2005), 
could be a contributor to the satisfaction levels of participants. 
Research Question 3b 
 Spearman Correlations were used to examine the relationships between years worked in 
the sport media industry and years worked for current employer and job satisfaction level in 
response to RQ3b: What is the relationship between the professional status and the level of job 
satisfaction among AWSM members? Hardin and Shain (2005) found women working in the 
sport media as having more than 10 years of experience in the profession. The researchers found 
in a study of AWSM members that women in sport media professions experience a "patriarchal" 
(p. 4) newsroom, one that is not encouraging to women seeking long-term positions in the 
profession. Members of AWSM had worked in the sport media profession on average for 13.73 
years and for their current employer on average for 7.11 years. Years worked in the industry and 
with their current employer, respectively, were both significant in relationships with job 
satisfaction level in the supervision subscale of the JSS. As both of these variables increased, 
satisfaction with their supervisors decreased. This finding supports the idea that participants 
might feel less of a need to be supervised and view their experiences with their supervisors in a 
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less favorable light as they gained years of professional experience. These employees may 
feel a greater need for autonomy, as was found by Spector (1985, 1997) and Gagné et. al (2010) 
in their jobs. Participants may become less satisfied with the competence of their supervisors and 
the way they perceive they are treated as the years worked for their employers increased. The 
reflection that job satisfaction is a result of fair treatment (Spector, 1997) is supportive that these 
employees may perceive their treatment as fair as they age. Findings support previous research 
that supervisors by Alexander and Ruderman (1987) that found perceptions of treatment was                                                                                                                              
not only significantly related to job intentions, but also to the degree of accord in the work 
environment. This relationship with supervisors is directly related to organizational 
communication and provides support for the negative relationship between communication and 
job satisfaction.  
 Years worked in the sport media profession was also negatively related to communication 
satisfaction. As AWSM members’ years of experience in the profession increased, the 
satisfaction toward the way the company communicates with them decreased. Tenure in the form 
of years worked in the sport media profession was found to coincide with a decreased 
satisfaction with company or organizational communication. Participants may feel a lack of 
voice within their organization. As was mentioned in Chapter 2, women not being heard in 
society in general has been found in previous generations and especially so in male-dominated 
occupations.  
Females working in the sport media profession want to have their voices heard, but this 
might not happen as stereotypes exist that add to the thought that women do not know much in 
things of sport, particularly in a male-dominated profession, but this might also coincide with the 
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employee becoming less satisfied as the years of age and tenure accumulate. As Friedan 
contends in her work, Feminine Mystique, women need not be complacent in their place in 
society. Growing to be in such a state will decrease satisfaction with communication simply 
because there is little communication or that which has been established was done so by the 
organization itself, with the employee left uninformed.  
Dependent upon the relationship and satisfaction with supervisors and coworkers, 
communication may be directly related to this finding. In relation to years worked for their 
current employer, satisfaction with coworkers was the area of least correlation, and was of 
negative association. Satisfaction in this area was found to decrease as the AWSM member 
continued work for her current organization. Working relationships could be deemed less 
important in their jobs as AWSM members continued with their current employer. Participants 
may exhibit a stronger sense of self as they work longer in the profession and have less need for 
coworker interaction.  
Research Question 3c 
Spearman correlations were used to determine if there was a correlation between age and 
job satisfaction of AWSM members in response to RQ3c: What is the relationship between age 
and the level of job satisfaction among AWSM members? Age of participants in relation to their 
job satisfaction level was found to be a significant factor in the job satisfaction subscale areas of 
promotion, supervision, and communication. A trend was noticed in these three areas of job 
satisfaction as all three demonstrated a decreased level of job satisfaction for AWSM members 
as their ages increased. Research has shown that different age groups respond differently to areas 
involved in their employment. Promotion was shown to decrease as age increased. In this 
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negative relationship, findings in RQ3b were found to be indirectly related as two of the 
areas, promotion and communication were found to negatively relate to job satisfaction as 
members gained tenure in the profession and with their employers.  
As was found in RQ1, whereas members were satisfied only in a few areas in their jobs 
and ambivalent in the majority, there was not enough satisfaction in those few areas to bring an 
overall job satisfaction level. For instance, areas such as fringe benefits in which, with the advent 
and use of what is known as the “backpack” or “mobile” journalist, participants who are willing 
to do more for a company in that environment might be allowed more freedom and flexible time 
(autonomy of work time). This area, which can allow the female sport media professional 
flexibility to work around family responsibilities and obligations such as child-raising would 
factor into a greater overall job satisfaction level. The value placed in the job based can be based 
on the changing needs of the female sport media professional as she adjusts to meeting personal 
goals as well as to meet the demands of a changing career. Several work generations can now be 
found working together. In the course of a daily job, perceptions can change relating to any area 
of employee job satisfaction, but it is correlated to increase with age in the following three areas : 
promotion, supervisors, and communication. Again, this is another sign that participants are not 
satisfied with their role, or voice, in an organization. 
As was found in previous research by DeSantis and Durst (1996), the personal 
characteristic of age and its relation to job satisfaction may be a result of the "fit" between the 
employee and the job (p. 327). This is demonstrated in the promotional opportunities available or 
perceived by AWSM members. Promotion can be looked at on more than one front and can be 
perceived differently based on the needs of the individual employee. First, factors such as having 
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children, though not measured in relation to job satisfaction and age for this research, is in 
many instances connected to age and could affect the job satisfaction level of AWSM members. 
This seems to resonate in that older employees are more likely to have already raised their 
children than a younger group of employees, thus affecting the work and family balance. This, in 
turn can affect the perceived fit between the employee and job as age changes. Second, younger 
employees, those just starting out in the field, may perceive more opportunities for promotion 
than the older women in their profession.   
Opportunities for advancement would be less likely for females in the sport media 
profession as they tend to reach the glass ceiling, or as mentioned in Chapter 2, the glass walls, 
that have plagued women in their careers. The glass ceiling, a concept encountered by women 
and minorities in many occupations that limits advancement opportunities, is most likely not an 
issue of concern when beginning a career in an area or job they love. Thus, a younger employee 
may not face this career hurdle that has been found in previous research to affect the satisfaction 
level of women working in the sport media profession. Reasons for an association with job 
satisfaction and age could be that employees, as they age, may leave their current position with 
one company to embark upon what they perceive as a better opportunity, thus keeping their job 
satisfaction level optimized as they age. Gaining an internal sense of value as they gain ability 
and experience adds to job satisfaction as age increases. Tied in with the demographic variable of 
age, employees also do not often look for promotions until they have experience in a given job or 
field, and as the employee becomes older, they may have reached the rank at which they feel the 
most enjoyment and job security.  
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Satisfaction with supervisors was also found to decrease as ages of participants 
increased. Supervisor relationships, which when related to Smucker and Kent (2004) who find 
that equitable relationships must be present for job satisfaction to exist, are ones in which the 
member may not be perceived to be treated fairly as they age. This could be due to employee’s 
perception of age discrimination. Again, perception of AWSM members of their need for 
supervision may change with age. A desire for autonomy, as mentioned in RQ1, may increase 
with age as members are feeling more confident in their abilities and perceive themselves as able 
to work on their own. This perceived thought process sets in motion a negative relationship 
between supervisor satisfaction and age. A change in perception of independence deems 
supervisory relationships as less important or needed as the participants’ ages increase and as 
they are likely to desire and exhibit a greater amount of independence and job autonomy.  
Miller & Miller (1980) assert job satisfaction to be a product of social and psychological 
attributes, as well as objective job conditions. Part of the definition for job satisfaction includes 
exclusion in things such as sexual harassment and job discrimination that take away from a 
pleasant workplace for an individual. The authors have conducted several studies on women in 
sport, oftentimes on job satisfaction among these women. Miller (1980) found that there is 
evidence of a connection between day-to-day job conditions and a worker’s satisfaction level. 
Older workers may find themselves under the supervision of younger employees as technology 
in the industry increases, something they may find as an unnatural in a working relationship. 
Older employees may find younger employees being promoted above them due to the rise of the 
digital-first age as many younger workers are becoming increasingly equipped for a social 
media-driven industry, as they become educated in online savvy, and older employees are trying 
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to learn to keep up with these trends. This would contribute to the found negative relationship 
toward promotion, supervisors, and coworkers.  
Other areas of the Job Satisfaction Scale such as fringe benefits in which, with the advent 
and use of the “backpack” or “mobile” journalist, participants may expect more freedom in 
decision-making with their jobs. This finding could be indirectly related to the likelihood of 
.things such as a flexible work schedule and other things that can keep women working in the 
profession, as was discussed in RQ2. This finding of the negative relationships between age and 
the three areas of job satisfaction mentioned is representative of previous research in which the 
perceived supervisory support in an autonomous relationship would lead to greater satisfaction in 
the three psychological needs areas of autonomy, competence, and relatedness. This research did 
not find these three areas of psychological need to be met by promotion satisfaction and the 
satisfaction with supervisors and coworkers. Studies have found that managers’ autonomy 
support led to greater satisfaction of their needs (Brewer & Clippard, 2005).  
Baard, Deci, and Ryan (2004) contend a greater job outcome when employee needs are 
met in an autonomous environment. Therefore, females working in the profession are less 
satisfied with three areas of promotion, supervisor, and coworker satisfaction as these relate to an 
autonomous work environment. A natural relationship exists between age and tenure (Bedeian, 
Ferris, & Kacmar, 1992), therefore the findings in the years worked in the profession and for the 
current employer should be relative to satisfaction associated to the personal demographic 
variable of age. This study supports this idea in that the relation to professional experience was 
also found to decline as experience was gained, as well as when age of participants increased. 
Factors to be tied back in are variables such as marital status and whether there children under 18 
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living in the home. Neither of these personal characteristics was found to be significant in the 
areas of the Job Satisfaction Scale. 
Research Question 4 
Pearson Correlations were used to examine the relationships between job satisfaction and 
career motivation in response to RQ4: What is the relationship between job satisfaction and 
career motivation of AWSM members?  
Positive relationships between intrinsic motivation and all areas of job satisfaction 
showed a degree of internalization in all nine facets. This study found the satisfaction with the 
nature of work or tasks related to performing the job, were strongly related to their intrinsic, 
followed by their identified, introjected, and external motivations, respectively. Being most 
strongly and positively related to the nature of the work itself, findings indicate participants 
derive a great sense of fulfillment and accomplishment when performing the task of the job itself 
when associated with their sense of pride and challenge coming from their perception of their 
ability to perform the job. AWSM members are likely motivated by things such as learning a 
new task, which would contribute to job variety, an area found by Durst and Santis (2006) to 
increase job satisfaction, or participating in a job that will further their growth in their 
professional career and lives in general. These are factors in the overall internalization of a job. 
The more the employee takes on the task, the more likely job satisfaction is to occur. 
As was true in the job satisfaction level of employees in the areas of the Job Satisfaction 
Scale, the nature of work satisfaction was most strongly related to intrinsic motivations (r = 
0.733, p ≤ 0.001). The least correlated area of job satisfaction with intrinsic motivation is with 
the relationship participants perceive with their supervisors. This shows that AWSM members do 
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not strongly associate their needs for self-esteem and self-pride with their relationships with 
their supervisors.  
For instance, if one female sport media professional made a significant amount less in 
pay, location might play a role in her job satisfaction level. Correlating demographics with both 
job satisfaction and career motivation would be a complex study, but also one in which 
organizations could be presented with findings that could help them produce a more satisfied and 
motivated employee. Smith et al. (1975) defined job satisfaction as “the perceived characteristics 
of the job in relation to an individual's frames of reference. Alternatives available in given 
situations, expectations, and experience play important roles in providing the relevant frame of 
reference  (p. 12).” In other words, the individual’s attitude toward the aspects of job satisfaction 
are based on a given situation or environment. Ethnicity was not analyzed for this study, 
however, the social culture in which participants exist and were trained plays a volatile role in 
the satisfaction interpretation.  
Self-determination theory, that on which the Motivation at Work Scale is based, centers 
on different types of motivation and how an individual’s motivation type might change over 
time. This should be taken into consideration when examining job satisfaction level, as well as 
career motivation, of female sport media professionals. Repeating this study periodically, as well 
as including other women’s professional sports organizations, such as the Women’s Sports 
Foundation would expand the findings and give a more definitive picture of the levels of both job 
satisfaction and the career motivation of females in the sport media profession. As women 
continue to keep their jobs in the field, the reasons behind their choices may change as well as 
their attitudes toward the different facets of their jobs.  
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Career motivation in regards to the demographic variables would prove beneficial in 
research. Motivation, as well as job satisfaction could change over the stages in an employee’s 
career. Sport media organizations need to realize and understand the type of motivation that will 
produce the most satisfied and efficient employee, which will aid in fostering a mutually 
beneficial relationship and increase employee job satisfaction. Spector (2003) suggests job 
satisfaction contributes to the overall health and welfare of an employee as well as the longevity 
of their employment, thus improving the overall relationship between company and employee 
when these things are found to be of a positive nature. 
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Table 1 
Cronbach Alpha Coefficients for JSS of AWSM Members and Spector 
Facet AWSM Spector 
Pay .78 .75 
Promotion .79 .73 
Supervisors .86 .82 
Fringe Benefits .78 .73 
Contingent Rewards .78 .76 
Operating Conditions .63 .62 
Coworkers .76 .60 
Nature of Job  .75 .78 
Communication .76 .71 
Overall .93 .91 
 
 
Source: Spector (1997). 
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Table 2 
Descriptive Statistics for AWSM Members with the JSS 
Variable M SD 
Pay 13.15 4.87 
Promotion 12.89 4.46 
Supervisor 18.07 5.00 
Benefits 15.97 4.73 
Rewards 15.20 4.41 
Operating Procedures 14.95 3.95 
Coworkers 17.51 3.91 
Nature of Work 18.83 3.63 
Communication 14.35 4.37 
Overall 140.90 27.11 
Note: Job Satisfaction Summated Scale Scoring: 4 - 11 = dissatisfied; 12 – 15.99 = ambivalent,  
16 – 24 = satisfied. Overall job satisfaction: 36 – 107.99 = dissatisfaction; 108 – 143.99 = ambivalent; 1 
44 – 216 = satisfied. 
Source: Spector, 1997. 
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Table 3 
Job Satisfaction Descriptive Statistics by Statement 
Pay 
M SD 
I feel I am being paid a fair amount for the work I do. 3.68 1.60 
I feel unappreciated by the organization when I think about what they pay me. 3.62 1.61 
I feel satisfied with my chances for salary increases. 3.04 1.48 
Raises are too few and far between. 2.80 1.56 
Promotion 
  
Those who do well on the job stand a fair chance of being promoted. 3.41 1.73 
There is really too little chance for promotion in my job. 3.33 1.55 
People get ahead here as fast as they do at other places. 3.10 1.40 
I am satisfied with my chances for promotion. 3.05 1.40 
Fringe Benefits 
  
The benefits we receive are as good as most other organizations offer. 4.22 1.55 
The benefits package we have is equitable. 4.10 1.51 
I am not satisfied with the benefits I receive. 4.07 1.62 
There are benefits that we have which we do not have. 3.58 1.41 
Contingent Rewards 
  
I do not feel that the work I do is appreciated. 4.07 1.37 
There are few rewards for those who work here. 3.91 1.35 
When I do a good job, I receive the recognition for it that I should receive. 3.86 1.49 
I don’t feel my efforts are rewarded the way they should be. 3.35 1.44 
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Table 3 (cont'd) 
Supervision 
M SD 
My supervisor is unfair to me. 4.89 1.42 
I like my supervisor. 4.50 1.48 
My supervisor is quite competent in doing his/her job. 4.45 1.49 
My supervisor shows too little interest in the feelings of subordinates. 4.23 1.58 
Operating Procedures 
  
Many of our rules and procedures make doing a good job difficult. 4.15 1.40 
I have too much paperwork. 4.12 1.43 
My efforts to do a good job are seldom blocked by red tape. 3.57 1.41 
I have too much to do at work. 3.11 1.49 
Nature of Work 
  
I like doing the things I do at work. 4.96 1.02 
I feel a sense of pride in doing my job. 4.95 1.10 
My job is enjoyable. 4.79 1.14 
I sometimes feel my job is meaningless. 4.13 1.46 
Communication 
  
Work assignments are not fully assigned. 4.01 1.45 
The goals of this organization are not clear to me. 3.92 1.41 
Communication seems good within this organization. 3.21 1.48 
I often feel I do not know what is going on with the organization. 3.20 1.37 
Note: The JSS stem is as follows: 1 = disagree very much; 2 = disagree moderately; 3 = disagree slightly; 4 = agree slightly; 5 = agree 
moderately, 6 = disagree very much 
Source: Spector (1997). 
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Table 4 
Descriptive Statistics for the MAWS 
Facet                                          M SD 
Intrinsic 5.30 1.26 
Indentified 4.41 1.36 
Introjected 3.54 1.55 
External 2.95 1.37 
Note: Motivation at Work Stem: Note: The MAWS Scale stem is as follows: 1= not at all, 2 = very little, 3 = little, 4 = moderately, 5 = 
strongly, 6 = very strongly, 7 = exactly. 
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Table 5 
Career Motivation Descriptive Statistics by Subscale Statement 
Intrinsic                 M SD 
Because I enjoy my work very much. 5.38 1.30 
Because I have fun doing my job  5.26 1.38 
For the moments of pleasure this job brings me. 5.25 1.39 
Identified   
Because this job fulfills my career plans. 4.75 1.49 
I chose this job because it allows me to reach my life goals. 4.40 1.56 
Because this job fits my personal values. 4.09 1.62 
Introjected   
Because I enjoy my work very much. 5.38 1.30 
Because I have fun doing my job  5.26 1.38 
For the moments of pleasure this job brings me 5.25 1.39 
External 
  
Because this job affords me a certain standard of living, 3.58 1.78 
Because it allows me to make a lot of money. 2.55 1.62 
I do this job for a paycheck. 2.71 1.61 
Note: The MAWS Scale stem is as follows: 1= not at all, 2 = very little, 3 = little, 4 = moderately, 5 = strongly, 6 = very strongly,  
7 = exactly. 
Source: Gagne’ et. al (2010) 
  
   165
Table 6 
Descriptive Statistics by Demographic Variable 
Demographic N Minimum Maximum M SD 
Age 165 20 58 36.98 8.87 
Years in profession 165 1 38 13.73 8.29 
Years worked for current employer 165 0 30 7.11 6.27 
Hours worked per week 164 5 100 46.51 13.78 
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Table 7 
Spearman Correlations of Years Worked in the Sport Media Profession and Job Satisfaction 
 Spearman’s rho Sig. (2-tailed) 
Pay 0.066 0.402 
Promotion -0.097 0.216 
Supervisors -0.169* 0.030 
Fringe Benefits 0.032 0.683 
Contingent Rewards -0.085 0.276 
Operating Procedures 0.005 0.954 
Coworkers -0.022 0.777 
Nature of Work -0.061 0.433 
Communication -0.200* 0.010 
Overall -0.074 0.344 
Note: * = significant at ≤ .01 level;** = significant at ≤ .05 level. 
 
   167
Table 8 
Spearman Correlations for Years Worked for Current Employer and Job Satisfaction  
 Spearman’s rho Sig. (2-tailed) 
Pay .001 .991 
Promotion -.124 .113 
Supervisors -.201** .010 
Fringe Benefits .198* .011 
Contingent Rewards -.172* .027 
Operating Procedures -.017 .827 
Coworkers -.161* .038 
Nature of Work -.107 .171 
Communication -.101 .197 
Overall -.093 .234 
Note: * = significant at ≤ .01 level; ** = significant at ≤ .05 level. 
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Table 9  
Spearman Correlations of Relationships Between Age and Job Satisfaction 
 Spearman’s rho Sig. (2-tailed) 
Pay 0.048 0.541 
Promotion -0.166* 0.033 
Supervisors -0.253** 0.001 
Fringe Benefits -0.046 0.561 
Contingent Rewards -0.117 0.134 
Operating Procedures -0.032 0.680 
Coworkers -0.001 0.994 
Nature of Work -0.121 0.122 
Communication -0.220** 0.005 
Overall -0.141 0.071 
Note: * = significant at ≤ .01 level;** = significant at ≤ .05 level. 
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Table 10 
Pearson Correlations of Intrinsic Motivation and Job Satisfaction 
 Pearson correlation Sig. (2-tailed) 
Pay 0.279** 0.000 
Promotion 0.297** 0.000 
Supervisors 0.165* 0.033 
Fringe Benefits 0.187* 0.016 
Contingent Rewards 0.226** 0.003 
Operating Procedures 0.211** 0.006 
Coworkers 0.446** 0.000 
Nature of Work 0.733** 0.000 
Communication 0.223** 0.004 
Overall 0.428** 0.000 
Note: * = significant at ≤ .01 level; ** = significant at ≤ .05 level. 
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Table 11 
Pearson Correlations for Identified Motivation and Job Satisfaction 
 Pearson correlation Sig. (2-tailed) 
Pay 0.330 0.000 
Promotion 0.379** 0.000 
Supervisors 0.251** 0.001 
Fringe Benefits 0.197* 0.011 
Contingent Rewards 0.217** 0.005 
Operating Procedures 0.233** 0.002 
Coworkers 0.285** 0.000 
Nature of Work 0.534** 0.000 
Communication 0.323** 0.000 
Overall 0.436* 0.000 
Note: * = significant at ≤ .01 level; ** = significant at ≤ .05 level. 
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Table 12 
Pearson Correlations Between Introjected Motivation and Job Satisfaction 
 Pearson correlation Sig. (2-tailed) 
Pay 0.120 0.122 
Promotion 0.245** 0.001 
Supervisors 0.095 0.220 
Fringe Benefits 0.076 0.329 
Contingent Rewards 0.027 0.726 
Operating Procedures 0.038 0.627 
Coworkers 0.003 0.972 
Nature of Work 0.251** 0.001 
Communication 0.129 0.096 
Overall 0.157* 0.042 
Note: * = significant at ≤ .01 level; ** = significant at ≤ .05 level. 
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Table 13  
Pearson Correlations for External Motivation and Job Satisfaction 
 Pearson correlation Sig. (2-tailed) 
Pay 0.226** 0.003 
Promotion 0.115 0.140 
Supervisors -0.131 0.092 
Fringe Benefits 0.240** 0.002 
Contingent Rewards 0.044 0.574 
Operating Procedures 0.048 0.538 
Coworkers -0.128 0.099 
Nature of Work -0.189* 0.014 
Communication 0.094 0.228 
Overall 0.063 0.421 
Note: * = significant at ≤ .01 level; ** = significant at ≤ .05 level. 
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